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ABSTRACT 
Louise Ellison (1999) investigated women surveyors in the 
UK concerning their career progress and experiences. 
According to her findings, the fact that women surveyors were 
especially under-represented in senior management levels was 
owing to the “Glass Ceiling” phenomenon within the surveying 
profession.  
 
The aim of this dissertation is to investigate career 
experiences of women surveyors in Hong Kong. In order to 
examine whether women surveyors in Hong Kong have similar 
career progress and experiences with their UK counterparts, 
the author applied Ellison’s model to Hong Kong. Both 
quantitative questionnaire approach and qualitative 
interview approach were used to explore career experiences 
of women surveyors in Hong Kong.  
 
The result revealed that women are under-represented in 
senior management levels in both societies. While the UK 
sample suggested that women are facing invisible barriers 
within the profession preventing them from occupying senior 
management positions, the Hong Kong sample totally disagreed 
with the notion.  
 
It was found that cultural difference between the two 
societies is one of the contributing reasons to the above 
  
variance. Culture crucially affects the roles of women in 
their families, societies, the workplace and therefore 
influences their overall career experiences.  
  
During follow-up interviews, it was found that women 
surveyors might become less aggressive after marriage or 
having children. The author adopted the use of conjoint 
analysis to investigate preferences among women respondents 
from the Hong Kong sample. It was found that women respondents 
actually prioritize their personal and family lives over 
career status and job nature.  
This empirical finding together with qualitative 
interview results may suggest that women surveyors’ attitudes 
towards their careers may be one of the contributing factors 
to their under-representation in senior management 
positions. 
 
As Ellison (1999) suggests, if qualified and competent 
women surveyors are not reaching senior management positions, 
the profession is definitely not making efficient use of its 
human resources. However, recommendations suggested by 
Ellison such as part-time work may not improve representation 
of women surveyors in senior management levels in Hong Kong. 
The surveying profession in Hong Kong cannot blindly adopt 
Ellison’s recommendations without taking into account its 
specific situation. 
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CHAPTER 1 INTRODUCTION 
In recent years, women have been entering professions 
which were traditionally male-dominated. However, gender 
differences still exist in many professions and the surveying 
profession is certainly one example thereof. In the past three 
decades, much literature has been published on the subject 
of female employment. Multiple studies attempted to explain 
female subordination in the workplace (Nam, 1996). However, 
such studies usually looked at women in general. Very few 
researches focused specifically on the surveying profession. 
One recent study in the UK investigated career progress and 
experiences of women surveyors but no similar study has been 
done of the surveying profession in Hong Kong. Therefore, the 
purpose of this dissertation is to investigate the career 
progress and experiences of female surveyors in Hong Kong. 
To further illuminate the situation, women surveyors in the 
UK will be used as a comparison.   
 
 
  
1.1 Study Background  
A report done by Louise Ellison (1999) in the UK examined 
the shortage of women at senior management levels in the 
surveying profession. Ellison stated that there were 
approximately 6,500 women members of the Royal Institution 
of Chartered Surveyors (RICS), forming under seven percent 
of a total membership of 95,000. However, an alarming 
imbalance occurred in the most senior rank of membership, the 
Fellow, which had fewer than 300 women, constituting only one 
percent of the total 27,000 (Ellison, 1999). Ellison attempted 
to determine why women surveyors were especially 
under-represented within the surveying profession in the UK. 
By investigating career experiences of a number of women and 
men surveyors, she concluded that the “Glass ceiling” 
phenomenon1 prevented women surveyors in the UK from further 
career advancement. In order to improve female representation 
at senior management levels, she proposed recommendations to 
rectify this glass ceiling phenomenon.  
                                                 
1 Glass ceiling is used to describe “invisible artificial barriers, 
created by attitudinal and organizational prejudices, which block women 
from senior executive positions(Linda, 2001:1)” 
  
Statistics2 revealed that women surveyors in Hong Kong 
were also under-represented within senior management levels. 
Since women surveyors in the UK expressed the concern that 
a glass ceiling hinders their upward mobility, it is important 
to find out whether women surveyors in Hong Kong are also 
encountering the same problem. The UK and Hong Kong have very 
different cultures, histories, economies; therefore, the 
problems faced by British women surveyors may not be 
applicable to their counterparts in Hong Kong. This study will 
investigate in particular the manner in which cultural 
differences between the two societies affect their career 
experiences. 
 
1.2 Investigation Importance 
 As Ellison (1999) suggests, if qualified and competent 
women surveyors are not reaching senior management positions, 
the profession is definitely not making efficient use of its 
human resources. Although Ellison has suggested 
recommendations which she believed would improve women 
                                                 
2 Please refer to Figure 4.1 and Table 4.3 
  
surveyors’ representation at senior management levels in the 
UK, these recommendations may be neither useful nor feasible 
in a society such as Hong Kong. 
 
 Therefore, it is very essential to examine how culture 
affects career experiences of women surveyors in Hong Kong 
and why they are not reaching senior management positions. 
The reasons may be the same as those suggested by Ellison or 
could be completely different and applicable only to Hong Kong. 
Rather than blindly relying upon Ellison’s suggestions, it 
will therefore be necessary to take into account the specific 
situation in Hong Kong so as to improve the representation 
of its female surveyors.  
 
1.3 Aim and Objectives 
The aim of this dissertation study is to investigate 
whether female surveyors in Hong Kong and in the UK have 
similar career experiences.   
 
  In order to achieve this aim, we have the following 
  
objectives: 
y To examine whether women surveyors in the two societies 
have similar progress within the surveying profession; 
y To investigate career experiences of women surveyors 
in the UK and in Hong Kong, therefore, to compare and 
contrast the career experiences of female surveyors 
in the two societies; and  
y To investigate the role played by culture in causing 
the career experiences in the two societies to vary. 
 
1.4 Stages of the Study 
 This dissertation study will be divided into three stages: 
 
Stage One 
 The writer will investigate the career progress of women 
within the construction industry and the surveying profession 
from literature and relevant statistics. Past research 
concerning women’s subordination in the workplace will be 
examined.  
  
Stage Two 
The writer will evaluate the career experiences of women 
surveyors from the UK and Hong Kong. In order to examine the 
extent to which their experiences differ, the writer will also 
attempt to explain the variance between the two groups in 
reference to the cultural context. 
 
Stage Three 
After establishing career progress made by women surveyors 
in Hong Kong in Stage One, the writer will then propose 
possible reasons for such advancement. These causes are hoped 
to be worthy of further investigation.  
 
1.5 Organization of this Dissertation 
 The first chapter of this study, this introduction, aims 
to explain the importance and the organizational framework 
of this dissertation study.  
  
 Chapter 2, 3 and 4 establish the career progress made by 
women within the construction industry, specifically by 
looking at their progress within the surveying industry. 
Chapter 2 investigates the progress of women within the entire 
construction industry in Western countries and in Hong Kong. 
Chapter 3 focuses on female career progress within the 
surveying profession. Chapter 4 reviews literature 
concerning female subordination in the workplace.  
 
 Chapter 5 examines women surveyors’ career experiences in 
the UK by reviewing Ellison’s report. Chapter 6 applies 
Ellison’s model to Hong Kong in order to investigate the career 
experiences of women surveyors in Hong Kong. These two 
chapters compare the career experiences of women surveyors 
in the two societies so as to examine whether Ellison’s model 
is applicable to a second and quite different society. Chapter 
7 then discusses how culture affects the career experiences 
of women in the two societies.  
 
 Chapter 8 suggests possible reasons for the career 
  
progress made by women surveyors in Hong Kong based on the 
research findings. 
 
 Chapter 9 provides conclusions, implications and 
recommendations for this dissertation study, as well 
indicates the limitations encountered during the research 
process. 
  
CHAPTER 2 LITERATURE REVIEW ON THE PROGRESS OF 
WOMEN WITHIN THE CONSTRUCTION INDUSTRY 
The following chapters aim to review literature concerning 
female career progress in the general workforce, the 
construction industry and the surveying profession. It is 
important to compare the career progress made by women within 
the surveying profession with that of women in other 
industries so as to fully understand both the progress made 
by women surveyors as well as the concept of 
under-representation. Women are under-represented in a 
particular occupation only when their participation within 
this occupation is lower than the participation rate in other 
occupations.  
 
2.1 The Construction Industry 
The construction industry employs people in multiple 
categories. It includes managers and professionals whose 
  
tasks involve planning, organizing and giving advice on site 
activities. Additionally, it has people in construction 
trades who construct, install, maintain and repair the 
physical structures of different kinds of developments 
(Employment Service, 1990; cited in Fielden et. al., 2000). 
It, therefore, includes anyone involved in the construction 
process (Fielden et. al., 2000), such as architects, engineers, 
surveyors, administrative, and clerical staff.  
 
2.2 Women in the Construction Industry 
The construction industry has long been known as a 
traditional male-dominated profession which has the smallest 
representation of women (Gale, 1995). Although women now have 
more opportunities in the construction industry than in the 
past, their representation is still very low (Fielden et. al., 
2000). In fact, women are not only under-represented within 
the industry but are also highly segregated at lower levels 
throughout the industry (Fielden et. al., 2000). 
  
2.3 Definition of Segregation 
Segregation is defined as “a social process which results 
in individuals or social groups being kept apart with few 
interactions between them (Hakim, 1996:145)”. In general, 
factors differentiating groups are quite personal, such as 
age, sex or religion (Hakim, 1996). Occupational segregation 
on the basis of sex exists when females and males are not 
equally distributed across occupations. Occupations can be 
classified as male-intensive, female-intensive or 
gender-neutral based on the proportion of men and women within 
the occupation (Powell and Graves, 2003). International 
Labour Organization (ILO) research has found that 
approximately half of the world’s workers are working in 
sex-stereotyped occupations in which one sex predominates the 
other (Wirth, 2001). These articles identify two forms of 
segregation, namely horizontal and vertical segregation 
(Evetts, 1994; Hakim, 1996). 
 
  
2.3.1 Horizontal Segregation 
Horizontal segregation means that women or men are kept 
out of some particular jobs. For example, secretarial work 
tends to prevent men from entering, while the mining industry 
excluded women from performing the job (Ellison, 1999). 
As mentioned, the construction industry has traditionally 
been a male-dominated profession, for it has the smallest 
representation of women (Gale, 1995). According to Fielden 
& Davidson (2001), the construction industry in 1997 was found 
to be 84 percent male, thereby making it the most 
male-dominated industry in the UK (Table 2.1).  
Table 2.1 Employment by Industry and Sex: Summer 1997 (in thousands) 
  Women Men Total % of women
Agriculture, forestry and fishing 62 198 260 23.8%
Energy and water supply 48 196 244 19.7%
Manufacturing 1121 2880 4001 28.0%
Construction  112 748 860 13.0%
Distribution, hotels and catering 2837 2279 5116 55.5%
Transport and communication 341 964 1305 26.1%
Banking, finance, insurance, etc 2084 1828 3912 53.3%
Public admin, education and health 3883 1684 5567 69.8%
Other services 526 439 965 54.5%
Total  11014 11216 22230 49.5%
Source: Employment Gazette, November 1997; cited by Fielden et. al. (2000: 114) 
  
According to Table 2.1, Women tend to partake in public 
administration, education and health (69.8%), distribution, 
hotels and catering (55.5%) and banking, finance and insurance 
(53.3%) careers. They are, however, poorly represented in the 
construction industry (13%). Although this has been changing, 
they continue to be extremely under-represented in different 
construction professional bodies (Fielden et. al., 2000) 
(Table 2.2).  
 
Table 2.2 Women's Representation in Professional Bodies in 1995 and 1998 
Professional body Year Year
 1995 1998
Chartered Institute of Building  0.70% 0.90%
Chartered Institution of Building Service Engineers 0.60% 0.20%
Institution of Structural Engineers 0.80% 1.20%
Institution of Civil Engineers 1.30% 1.90%
Institution of Civil Engineering Surveyors N/A 0.10%
Institution of Mechanical Engineers  0.70% 0.30%
Royal Institute of British Architects 7.20% 8.50%
Royal Institution of Chartered Surveyors (BS) 3.90% 4.80%
Royal Institution of Chartered Surveyors (QS) 2.60% 3.40%
Source: Employment Gazette, November 1997; cited in Fielden et. al. (2000: 114)   
2.3.2 Vertical Segregation 
Vertical segregation describes segregation within an 
organization’s hierarchy (Ellison, 1999). Senior positions 
in organizations usually require a move from technical work 
  
to management of those doing such labour. (Evetts, 1996).  
 
Vertical job segregation exists when men dominate higher 
positions or are promoted further up the occupational 
hierarchy (Hakim, 1996). Numerous studies indicate that 
vertical segregation exists in various sectors. Evetts (1994) 
suggested that vertical segregation is present within the 
engineering profession. Women can choose either the 
professional structure or the managerial structure. They were, 
however, mostly segregated within the former, since 
managerial positions usually require commitment of longer 
working hours and subordination of one’s personal life. Women 
who were not prepared to organize their personal lives around 
work decided to take the professional route. As a result, they 
were under-represented in the managerial level.  
 
Fielden et. al. (2000) has investigated the 
under-representation of women in the construction industry 
  
by analyzing the general census data (Table 2.3). The data 
tell us that women are not only under-represented within the 
industry but are also segregated at lower levels, wherein 
almost two thirds worked in secretarial or clerical positions. 
Deeper analysis made by Court and Moralee (Court and Moralee, 
1995; cited in Fielden et. al., 2000) revealed that within 
the managerial and administrators category, women managers 
are mostly found in “specialist” positions, such as personnel 
and public relations, but not in mainstream management. Women 
are also slightly under-represented in the professional and 
technical categories.   
Table 2.3 Vertical Occupational Segregation of the Construction Industry by 
Gender (percentages) 
  1971 1981 1991 
Occupation Female Male Female Male Female Male
Managers and administrators  5.1% 6.9% 8.4% 8.7% 15.4% 9.3%
Professional and technical 0.6% 4.2% 1.3% 5.0% 3.7% 5.8%
Secretarial and clerical 88.6% 3.2% 82.2% 2.8% 63.0% 1.1%
Supervisory  1.6% 4.8% 1.7% 4.9% 0.8% 4.7%
Crafts 1.1% 51.7% 3.0% 54.2% 4.8% 61.2%
Operatives 2.3% 15.6% 2.5% 15.0% 1.8% 9.9%
Others 0.7% 13.6% 0.9% 9.4% 6.2% 11.2%
Total employed 5.8% 94.2% 8.0% 92.0% 9.0% 91.0%
Source: Court and Moralee (1995) and General Census Data; cited by Fielden & Davidson (2001: 115)
 Gale & Cartwright (1995) investigated the female 
  
membership of some construction industry professional bodies 
in 1992 (Table 2. 4). They suggest that women constitute a 
very small part of the total membership of these professional 
bodies and are lowly represented at senior grades as well.   
Table 2.4 Membership of Some Construction Industry Professional Bodies in 
1992 
Professional body All grades Corporate Fellows 
 Male Female Male Female Male Female
Chartered Institute of Building 31968 594 8412 40 2280 2
  (98.2%) (1.8%) (99.5%) (0.5%) (99.9%) (0.1%)
Royal Institute of Chartered Surveyors 83555 6575 37638 3043 26141 159
  (92.7%) (7.3%) (92.5%) (7.5%) (99.4%) (0.6%)
Institution of Civil Engineers 76423 2497 43027 416 6174 5
  (96.8%) (3.2%) (99.0%) (1.0%) (99.9%) (0.1%)
Source: CIOB, 1992; cited by Gale & Cartwright (1995: 5) 
 
The above review gives a clear picture of female progress 
within the construction industry in Western countries. Women 
remain a minority group within the entire construction 
industry. When looking at their representation throughout the 
industry in more details, their representation at senior 
levels are extremely low.  
 
 
 
  
2.4 Female Employment within the Construction Industry in Hong 
Kong 
The following sections will investigate the progress of 
women in the Hong Kong construction industry, primarily 
through reliance upon general census data.  
 
2.4.1 The Hong Kong Workforce 
The female participation rate in the paid workforce has 
increased from thirty-six to more than fifty percent since 
the 1960s (Chow, 1995)3. During the last decade, the population 
growth rate in Hong Kong was higher for women than for men 
(Table 3.1). The overall labour force participation rate for 
women has increased while the participation rate for males 
has dropped substantially among all age groups4. Females 
constituted 43.3 percent of the total labour force in Hong 
Kong in the year 2001 (Table 3.2). These figures thus suggest 
that the female workforce is becoming increasingly important 
to our economy.  
                                                 
3 Please refer to Table 2.6 
4 Census and Statistics Department (2001), The Characteristics of Women 
and Men from the 2001 Population Census. Hong Kong Monthly Digest of 
Statistics, Hong Kong 
  
 
Table 2.5 Population by Gender in 1991, 1996 and 2001 
1991 1996 2001 Sex 
Number % of total Number % of total Number % of total
Male 2 811 991 50.9 3 108 107 50 3 285 344 49
Female 2 710 290 49.1 3 109 449 50 3 423 045 51
Total 5 522 281 100 6 217 556 100 6 708 389 100
Sex Ratio(1) 1 038 1 000 960
Note: (1) The number of males per 1 000 females.  
Source: Census and Statistics Department (2001) 
 
 
Table 2.6 Working Population by Occupation in 1991, 1996 and 2001 
1991 1996 2001  
Female Male Female Male Female Male 
Labour Force 1,068,731 1,743,271 1,257,402 1,925,095 1,489,016 1,948,976 
Labour force 
participation 
rate (%) 
49.5% 78.7% 49.2% 76.6% 51.6% 71.9%
Representation 
in the labour 
force (%) 
38.0% 62.0% 39.5% 60.5% 43.3% 56.7%
Source: Census and Statistics Department (2001) 
2.4.2 Horizontal Segregation 
However, female participation in the workforce is not even 
in all sectors. While highly present in the “community, social 
and personal services” sector (37% participation) as well as 
the “wholesale, retail and import/export trades, restaurants 
and hotels” sector (49.1% participation), women were, however, 
seriously under-represented in the “construction” sector 
with only 1.4 percent participation. Male distribution among 
  
different sectors was, however, quite even with 12.5 percent 
of the workforce in the “construction” sector (Table 2.7). 
This suggests that horizontal segregation exists in Hong Kong 
such that women are concentrated in certain sectors. 
Construction is, however, the sector with the lowest 
proportion of women. 
Table 2.7 Employment by Sector and Gender in 1991, 1996 and 2001 
 1991 1996 2001 
Proportion of working 
population by sector 
(Gender representation within 
sector) 
Female Male Female Male Female Male 
32.2% 26.5% 18.2% 19.3% 10.7% 13.6%Manufacturing  
(42.7%) (57.3%) (38.1%) (61.9%) (37.5%) (62.5%)
1.1% 10.5% 1.7% 12.3% 1.4% 12.5%Construction 
(6.0%) (94.0%) (8.3%) (91.7%) (7.9%) (92.1%)
24.1% 21.6% 27.3% 23.3% 29.7% 23.5%Wholesale, retail and import/ 
export trade, restaurants and 
hotels 
(40.6%) (59.4%) (43.4%) (56.6%) (49.1%) (50.9%)
4.3% 13.1% 6.2% 14.0% 5.8% 15.6%Transport, storage and 
communications 
(16.8%) (83.2%) (22.4%) (77.6%) (22.1%) (77.9%)
11.2% 10.2% 13.7% 13.3% 14.9% 17.0%Financing, insurance, real estate 
and business services 
(40.2%) (59.8%) (40.2%) (59.8%) (40.1%) (59.9%)
26.7% 15.7% 32.0% 16.0% 37.0% 16.5%Community, social and personal 
services 
(51.0%) (49.0%) (56.6%) (43.4%) (63.1%) (36.9%)
1.3% 2.5% 1.0% 1.9% 0.5% 1.4%Others 
(24.2%) (75.8%) (25.6%) (74.4%) (21.4%) (78.6%)
Source: Census and Statistics Department (2001) 
 
  
2.4.3 Vertical Segregation 
 Female representation in all occupations is also uneven. 
For example, 52.8 percent of working women fall into the 
categories of “clerks” and “elementary occupations” while 
only 11.1 percent of women are present within the categories 
of “managers and administrators” and “professionals”. For 
working men, their occupational distribution is, again, more 
even. The largest proportion worked as “craft and related 
workers” (16.2 %) and 20.4 percent worked as professionals, 
managers or administrators (Table 2.8). This evidence 
supports the existence of vertical occupational segregation 
among occupations in Hong Kong. 
Table 2.8 Employment by Occupation and Gender in 1991, 1996 and 2001 
 1991 1996 2001 
Proportion of working population 
by occupation  
(Gender representation within 
occupation) 
Female Male Female Male Female Male
4.9% 11.8% 7.1% 15.4% 6.5% 14.1%Managers and administrators 
(20.3%) (79.7%) (23.1%) (76.9%) (26.0%) (74.0%)
3.0% 4.1% 4.3% 5.5% 4.6% 6.3%Professionals 
(31.0%) (69.0%) (33.8%) (66.2%) (35.8%) (64.2%)
11.3% 9.7% 13.9% 11.0% 16.2% 14.6%Associate professionals  
(41.7%) (58.3%) (45.2%) (54.8%) (45.9%) (54.1%)
28.8% 8.0% 29.5% 8.5% 26.6% 8.2%Clerks  
(68.8%) (31.2%) (69.4%) (30.6%) (71.3%) (28.7%)
12.5% 13.7% 13.5% 14.0% 15.7% 14.5%Service workers and shop sales 
workers (35.9%) (64.1%) (38.6%) (61.4%) (45.3%) (54.7%)
  
4.4% 20.9% 3.7% 17.9% 1.9% 16.2%Craft and related workers 
(11.4%) (88.7%) (11.9%) (88.1%) (8.2%) (91.8%)
12.7% 13.9% 4.0% 11.6% 2.2% 11.4%Plant and machine operators and 
assemblers (35.9%) (64.1%) (18.4%) (81.6%) (12.8%) (87.2%)
21.7% 16.6% 23.5% 15.3% 26.2% 14.3%Elementary occupations 
(44.5%) (55.5%) (50.1%) (49.9%) (58.3%) (41.7%)
0.7% 1.2% 0.5% 0.9% 0.2% 0.4%Skilled agricultural and fishery 
workers; and occupations not 
classifiable 
(26.3%) (73.7%) (26.6%) (73.4%) (27.6%) (72.4%)
Source: Census and Statistics Department (2001) 
According to the above statistics, female representation 
within the construction industry in Hong Kong is extremely 
low, constituting only 7.9 percent of the industry population.  
 
In general, women are under-represented in senior levels 
among all industries and represent only 26 percent of all 
senior management positions. They are also slightly 
under-represented within the middle management levels, such 
that they form 35.8 percent of the “professionals” category 
and 45.9 percent of the “associate professionals” category. 
However, there are no reliable data currently accessible that 
indicate whether vertical segregation within the 
construction industry is more or less serious than the 
average.  
  
CHAPTER 3 LITERATURE REVIEW ON WOMEN SURVEYORS’ 
EMPLOYMENT 
Chapter 2 provided evidence suggesting that women are 
lowly represented within the construction industry in the West 
and in Hong Kong, especially at senior levels. This chapter 
focuses on a particular type of professional within the 
construction industry:the surveying profession. Literature 
concerning the surveying profession and women within the 
profession will be examined.  
 
3.1 The Surveying Industry— A Changing Profession 
“Surveyors give professional advice on issues related to 
land use and developments. Their work is by no means limited 
to land surveying, but includes the land valuation, investment, 
transfer, development, and management of land, and what is 
built upon it (Greed, 1991:3)”. 
 
According to Schennach (2002), surveying has long been 
  
regarded as an industry that demands high levels of technical 
skills. However, the profile of the profession is constantly 
changing. Technical skills were very important for surveyors 
two decades ago and those lacking them were excluded from a 
part of the professional work. As a result of technological 
developments, it is no longer necessary to carry out 
measurements on objects themselves. The focus of the 
profession deals increasingly with data processing and the 
creation of data provision services, rather than data 
production. New activities including land management, 
valuation, legal issues and landowner consultation have 
become new tasks for surveyors. New technologies will continue 
to be adopted into the surveying profession and facilitate 
the participation of women in this field (Schennach, 2002).  
 
3.2 Women in Surveying  
Even though the profile of the surveying profession has 
been changing constantly, it continues to be dominated by men 
  
in many countries (Schennach, 2002). The following sections 
will look at the progress made by women surveyors in the UK 
and Hong Kong. 
 
3.2.1 Women in Surveying--The UK 
In early 90s, Greed (1991) looked at the inclusion of women 
in the surveying profession in the UK. While the population 
of women was over 52 percent, she found that women represented 
only 3 percent of the total fully qualified membership of the 
RICS, the professional body for surveyors. This number 
increased to 6 percent when students were included.. When 
looking at the statistics in more details, female 
representation in Fellow membership was even as low as 0.4 
percent. This suggests that women were under-represented at 
senior levels (Table 3.1).  
  
Table 3.1 RICS Membership Figures, 1989 
Sector LA BS GP LS MS PD QS Total 
 Total Female Total Female Total Female Total Female Total Female Total Female Total Female Total Female 
2,146 5 1,408 4 11,498 72 340 - 152 - 616 8 7,422 15 23,582 104 Fellow 
 0.2% 0.3% 0.6% 0.0% 0.0% 1.3% 0.2%  0.4% 
2,002 77 3,251 98 14,886 1,230 562 11 382 1 740 61 14,553 265 36,376 1,743 Professional Associate
 3.8% 3.0% 8.3% 2.0% 0.3% 8.2% 1.8%  4.8% 
378 72 1,131 75 4,114 873 494 31 145 5 191 30 4,468 284 10,921 1,370 Probationer 
 19.0% 6.6% 21.2% 6.3% 3.4% 15.7% 6.4%  12.5% 
162 28 1,805 134 3,721 840 240 24 127 6 332 39 4,285 404 10,672 1,475 Student 
 17.3% 7.4% 22.6% 10.0% 4.7% 11.7% 9.4%  13.8% 
6 - - - 29 11 2 - 4 - - - 10 - 51 11 Others 
 0.0% 0.0% 37.9% 0.0% 0.0% - 0.0%  21.6% 
4,964 182 7,595 311 34,248 3,027 1,638 66 810 12 1,879 138 30,738 968 81,602 4,703 Total 
 3.7% 4.1% 8.8% 4.0% 1.5% 7.4% 3.1%  5.8% 
Source: RICS Records Data Base, cited in Greed (1991: 200) 
Key: LA= Land Agency; BS= Building Surveying; GP= General Practice Surveying; LS= Land Surveying; MS= Mineral Surveying; 
PD= Planning and Development Surveying; QS= Quantity Surveying. 
  
Louise Ellison (1999) has examined the representation of 
women surveyors in senior management positions in the British 
surveying profession. She found that there were approximately 
6,500 women members of the RICS, which comprised less than 7 
percent of their total membership of 95,000. An extreme imbalance 
occurs in the most senior rank of membership, the Fellow,  which 
was found to have fewer than 300 women in a total of 27,000 (Table 
3.2). 
Table 3.2 RICS Membership Figures, 1999 
Membership type Total  Female % Female 
All members 95,000 6,500 7% 
Fellow membership 27,000 300 1% 
Source: Ellison (1999) 
 
3.2.2 Women in Surveying—Hong Kong 
 According to statistics released by the Hong Kong Institute 
of Surveyors (HKIS), the professional surveying body in Hong Kong, 
females constitute 23.7 percent of the total membership (Figure 
3.1). It may suggest that women are actually better represented 
within the surveying industry than the entire construction 
industry, in which females comprise only about 8 percent of the 
  
total workforce5. Corporate female members constitute 11.69 
percent of all members while female Student and Probationer 
members constitute 12.01 percent of the total. These statistics 
indicate that women are quite equally represented within the 
Professional Grade and Training Grade. 
 
Figure 3.1 Membership Statistics- Sex
Distribution
12.01%
11.69%
30.60%
45.69%
Student and
Probationer-
Female
Corporate-
Female
Student and
Probationer-
Male
Corporate- Male
 Source: Membership Statistics from HKIS on 19 November, 2003 
 
The Institute categorizes its members into Professional Grade 
and Training Grade. Professional Grade includes Fellow members 
and Members, while Training Grade includes Student members and 
                                                 
5 Refer to Table 2.7  
  
Probationers. The Institute has released membership distribution 
among these four levels. However, a gender breakdown within these 
four levels is not currently provided. Without further 
information, it is impossible to find out women surveyors’ 
representation within senior levels in Hong Kong.  
 
The Institute has, however, released a full membership list 
stating the name, division, identification number and election 
date of each member. The writer attempted to identify the gender 
of each member within Professional Grade by reading their 
profiles released by the HKIS. The majority of these members are 
named with Chinese first names which were usually chosen 
according to gender. Therefore, majority of their names are 
gendered and can be easily identified. For names which are 
gender-neutral, they will not be taken into account. Table 4.3 
gives an approximate estimation about gender distribution within 
the Professional Grade. 
  
 
Table 3.3 Gender Distribution Within Professional Grade 
Fellow Member 
Membership  
Division 
 Identifiable names  Identifiable names 
 Total Male Female Total Male Female 
Building Surveying 75 58 90.6% 6 9.4% 581 374 78.6% 102 21.4%
General Practice Surveying 157 119 86.2% 19 13.8% 1054 507 58.2% 364 41.8%
Lands Surveying 36 26 96.3% 1 3.7% 151 116 92.8% 9 7.2%
Planning & Development 3 3 100.0% 0 0.0% 4 3 100.0% 0 0.0%
Quantity Surveying 174 123 85.4% 21 14.6% 1230 771 69.5% 339 30.5%
Total 445 329 87.5% 47 12.5% 3020 1771 68.5% 814 31.5%
Source: Originally from the Membership Statistics from HKIS on 19 November, 2003, modified by the writer 
during December, 2003 
The writer has attempted twice to identify the members’ 
genders using all the members’ names by her own judgment, as well 
as the advice from her schoolmate. The result may not give an 
exact picture of women surveyors’ representations within the 
Professional Grade, but human error and subjective judgment have 
been minimized. It is believed that the above statistics may not 
deviate significantly from the actual data.  
 
According to the above findings, women surveyors’ 
representation within the categories of Fellow and Member is 12.5 
percent and 31.5 percent, respectively. In general occupations, 
  
female representation in the category of Managers and 
administrators is 26 percent 6 , which suggests that female 
representation in senior surveying levels is much lower than 
women in general. By looking at Table 3.3 in more details, women 
Fellow members are especially poorly represented within the 
Building Surveying (9.4 %), Land Surveying (3.7 %) and Planning 
& Development Surveying (0 %) sectors. They are, however, more 
represented within Quantity Surveying (14.6 %) and General 
Practice Surveying (13.8 %).  
 
Referring to the above evidences, it can be concluded that 
women surveyors are progressing similarly in the two societies. 
They are under-represented within the surveying profession and 
are especially under-represented at senior levels throughout the 
profession. It is also interesting to note that women surveyors 
in Hong Kong are actually perform better than their counterparts 
in the UK, in the sense that they are comparatively more 
represented at senior levels. The reason for such higher 
                                                 
6 Refer to Table 2.8 
  
representation in Hong Kong is, however, not the purpose of this 
study.    
  
CHAPTER 4 LITERATURE REVIEW ON WOMEN’S SUBORDINATION 
WITHIN THE GENERAL WORKPALCE  
 This chapter attempts to investigate female subordination in 
the general workplace by evaluating various theories.  
 
4.1 Theories for Women’s Subordination  
Multiple theories attempt to explain the subordinate 
positions of women in the labour market. All of them are reasonable 
and contain certain elements of truth. However, very few of them 
have been undergone “rigorous testing in a wide range of cultures 
(Hakim, 1996:4)”. On this basis, three academically-rigorous and 
useful theories suggested by Hakim (1996) and Ellison (1999) will 
be introduced to explain the social and economic positions of 
females in societies. They are Steven Goldberg’s theory of the 
inevitability of male dominance and patriarchy based on 
psycho-physiological processes; Heidi Hartmann’s theory of male 
collective organization to further their own interests against 
women, as illustrated by a male-advantaged organizational 
segregation; and Gary Becker’s rational choice theory of the 
allocation of time and labour to domestic work and employment 
  
based on the role of spousal specialization. Supplementing these 
three theories is the choice availability theory also suggested 
by Hakim (1996) and Ellison (1999). Altogether, these theories 
yield a full range of explanations that incorporate the fields 
of psychology, sociology and economics (Hakim, 1996).  
 
4.1.1 Physiological Difference between Males and Females 
According to Hakim (1996), Steven Goldberg’s theory focuses 
on the physiological differences between genders. Goldberg 
argues that testosterone and other physiological differences 
make men, in general, “more self-assertive, aggressive, dominant 
and competitive (Hakim, 1996:5)” than women. Men are thus more 
inclined to seek higher positions in any hierarchy than women. 
Goldberg, however, is not suggesting that men are more able or 
competent in management; they are, however, more motivated with 
greater determination and persistence than women, and are ready 
to sacrifice other activities and benefits to get to that level 
(Goldberg, 1993). 
 
Goldberg’s theory is assumed to be universal and  he sees 
  
associations with every society, as there has never been a society 
in which women held all the most senior posts or filled most high 
status non-maternal roles (Hakim, 1996). However, the difference 
between males and females in their motivation to attain such high 
status positions is not absolute, but rather described as 
“statistical and probabilistic (Goldberg, 1993:106)”. Thus, 
Goldberg believes that males are in general more likely than are 
women to seek higher occupational rank.  
 
Gilligan (Gilligan, 1982 & 1993; cited in Hakim, 1996) also 
suggests that men are more achievement-, power- and 
success-oriented while women have greater interest in social 
relationships and care for others rather than the detached 
curiosity to manipulate and emotionally control. Women may wish 
to spend their time and energies in other ways, as they obtain 
their overall life satisfaction from many areas of their lives 
rather than mainly from work (Connor, 2001). That is, more men 
than women may have their psychological needs met by progressing 
to the top. Connor goes on to say: 
“It appears that the need to actually strive and reach 
  
the top for the sake of being at the top, the prestige, respect, 
awe, power it gives may be more important for men than 
women.....Men and women can complement each other in business, 
but just because men decide that they need to be “on top” to 
be fulfilled, it does not mean that women have to blindly 
follow and desire the same thing (Connor, 2001: 401)”.  
 
Many women have chosen a “career tree” rather than a “career 
ladder,” as they re-evaluate their lives and prioritize 
differently at several stages of their careers. They do this as 
a result of finding that work is not the only source of life 
satisfaction or by coming to terms with what they “care about”. 
This may thus make lateral career moves rather than upward ones 
(Ciabattari; cited in Connor, 2001: 401). 
 
Ellison’s findings contradicted this theory by suggesting 
that education achievements by women surveyor respondents were 
far better than men and they were more active in applying for 
promotions. The stereotype that women are in general less 
  
aggressive concerning career advancement may be refuted by this 
finding. However, it is doubtful whether applications for 
promotions reflects a level of aggressiveness of women surveyors. 
If it does, it remains questionable whether this aggression level 
continues to be high throughout their careers. 
 
The above theories, based on the characteristic differences 
of women and men, have been strongly refuted by other studies 
that contend “female and male managers are more similar than 
different on personality and motivation factors as well as 
abilities (cited in Morrision and Von Glinow, 1990: 201; Howard 
and Bray, 1998; cited in Ellison, 1999)”. However, fact that very 
few numbers of women occupy senior management positions in 
general and in the surveying profession, may provide evidence 
to the contrary.  
 
4.1.2 The Hartmann Patriarchy Theory  
Hartmann defined patriarchy as “men’s domination of women, 
specifically men’s control over women’s labour (Hartmann, 1976; 
  
cited in Hakim, 1996: 9)”. Her theory suggests that occupational 
segregation is used by men to constrain women’s access to higher 
income and earnings, thus inducing them to be financially 
dependent on their husbands and forcing them into a form of 
domestic servitude.  
 
Hakim suggested the indisputable element in Hartmann’s theory 
is the idea that men organize collectively to further their own 
interests against those of women because men always perceive a 
conflict of interests between sexes (Hartmann, 1976; cited in 
Hakim, 1996; cited in Ellison, 1999). Ellison (1999) supported 
this idea by saying that patriarchal societies and organizations 
are run by men who will maintain the situation by appointing other 
men as their successors . The evidence that few women are in the 
senior management positions proves that their failure to 
effectively challenge this system. It supports Goldberg’s theory 
by showing that women simply do not want to compete with men for 
senior roles and may find doing so pointless (Ellison, 1999). 
 
However, the majority of male and female respondents in 
  
Ellison’s report felt that the allocation of “visible” work7 was 
even between the genders within their workplace. About a third 
of them felt that such work was not evenly split between the two; 
however, this was not due to gender-related reasons. Therefore, 
the validity of this theory is uncertain.  
 
4.1.3 Rational Choices within Families 
Becker’s rational choice theory applies economics to social 
units (Hakim, 1996). Economic treats family as a single and 
undivided unit. Each unit makes rational choices about production 
or consumption so as to maximize its utility level (Hakim, 1996). 
The division of labour means that people can be better off by 
specializing than trying to be jacks of all trades and ending 
up masters of none. Everybody can benefit from doing those things 
in which they have a comparative advantage and using income from 
doing so to meet their other needs (Lee & Rhonda, 1999; Yang, 
2003).  
 
A family unit can enjoy a higher utility level from a division 
                                                 
7 “Visible work” is defined by Ellison (1999) as work that will have an 
important impact on long term career prospects 
  
of labour between employment and domestic work. If one member 
specializes more in employment while the other specializes more 
in domestic work, it will raise the productivity of the one who 
specializes in domestic work as well as the productivity of the 
one who specializes in employment (Hakim, 1996).  
 
Becker suggests that the gender division of labour in domestic 
work will lead women to invest less and men to invest more in 
career development and work experience, since women are believed 
to have a comparative advantage in managing domestic work while 
men are believed to be better in paid employment (Hakim, 1996). 
Wives and husbands allocate their time and labour between paid 
work and unpaid work on the basis of specialization (Ellison, 
1999). Wives choose less intensive jobs, so that they will be 
able to manage domestic responsibilities including housework and 
childcare. This leads to occupational segregation, as wives will 
seek less-demanding jobs, which are usually within lower levels, 
in order to leave time for domestic work (Hakim, 1996). The 
different divisions of time between work and family one of the 
most noteworthy gender issues and explains many of the 
  
differences between job types and work pattern (Wirth, 2001). 
 
However, it should be noted that the availability of cheap 
childcare or domestic facilities may render Becker’s theory 
invalid. If childcare facilities are available at affordable 
prices, it will be even more rational for women to specialize 
in their careers and contract out childcare work. 
 
4.1.4 Application to the Surveying Profession in Hong Kong  
Goldberg explains male behaviour as driven by 
psychophysiological factors while Becker explains the theory of 
division of labour in a family in terms of the mutual benefits 
of increased efficiency and outputs. Hartmann states that men 
seek to put women down within organizations. The above theories 
may provide some explanations to female subordination in the 
general labour market. However, as this study aims at studying 
a small subset of women surveyors in Hong Kong, some of the 
theories may not be applicable in this case.  
 
First of all, Goldberg’s suggestion may not necessarily be 
  
applicable to women surveyors in Hong Kong. Women entering into 
this traditionally male-dominated profession in Hong Kong have 
invested substantially in their careers and possess some male 
characteristics which may make them more aggressive than the 
general women (Davidson and Cooper, 1992; Davidson, 1996). 
However, whether their level of aggressiveness can stay high 
throughout their career journey is unknown.  
 
Goldberg criticized Hartmann’s patriarchy theory by 
declaring that men actually bear no malice towards women 
(Goldberg, 1993). He maintained Hartmann described only the 
phenomenon but not the motives. According to Hakim (1996), 
patriarchal processes are created accidentally, socially and 
unintentionally. It is natural instinct which leads male managers 
to select male applicants for jobs, for they feel more comfortable 
and communicate more effectively with them. From men’s point of 
views, women are obviously different, behave and talk differently 
and are not as reliable as men. The male-dominated tradition of 
the surveying profession may prove the phenomenon described by 
Hartmann right. Whether the reasons suggested by Hartmann are 
  
valid depends on the culture of each society and organization. 
The traditionally male-dominated surveying profession in Hong 
Kong implies that the phenomenon described by Hartmann may be 
applicable here. Whether men surveyors in Hong Kong bear malice 
towards women, however, requires further investigation.  
 
When we extend Becker’s theory to the situation in Hong Kong, 
an even more rational choice for women surveyors here is to 
contract out time-consuming domestic work by hiring cheap 
domestic helpers or seeking help from their “old” family8. However, 
this option may not be available to women surveyors in the UK. 
If women surveyors from the two societies face different 
realities concerning domestic responsibility, their career 
experiences are quite likely to differ from each other to a certain 
extent.  
 
4.2 Choice Availability to Female Employment 
Last but not least, Hakim (1996) and Ellison (1999) suggested 
that women and men differ in the availability of choices 
                                                 
8 Please refer to Chapter 7  
  
influencing their career patterns. Women have choices that men 
do not have when it comes to work, primarily the option of working. 
 
Hakim (1996) said that even men married to very successful 
women will not be provided with the option of being house-husband. 
Women are, however, always exposed to this choice. The fact that 
only 51.6 percent of women worked in Hong Kong in 2001, as opposed 
to 71.9 percent of men, may prove the additional choice available 
to women in Hong Kong valid9.  
 
Again, women employed in a traditionally male-dominated 
profession such as surveying cannot be generalized by the average. 
They differ in particularconcerning  their responses regarding 
career, marriage and having children (Ellison, 1999). A study 
by Macran et al. (1996; cited in Ellison, 1999) suggests that 
women who have attained their degrees often choose to have 
children later in life and are more likely to return to work 
following maternity leave rather than changing their career plan. 
However, it is questionable whether women surveyors in Hong Kong 
                                                 
9 Census and Statistics Department (2001), The Characteristics of Women and 
Men from the 2001 Population Census. Hong Kong Monthly Digest of Statistics, 
Hong Kong 
  
are still provided with this option under the current economic 
downturn. Career continuance may be necessary to women surveyors 
in order to maintain a quality standard of living.  
 
The above theories suggest possible reasons explaining female 
subordination in the general workplace. Whether these theories 
are applicable to the surveying profession in Hong Kong is, 
however, requires further investigation and verification.  
  
CHAPTER 5 ELLISON’S STUDY 
 This chapter will review Ellison’s report, “Surveying the 
Glass Ceiling”, done in the UK in 1999. Various aspects concerning 
the report will be looked at such as its background, aims, 
methodology adopted, results and most importantly the 
implications drawn. 
 
5.1 Background  
In 1999, Louise Ellison investigated a group of male and female 
surveyors in the UK about their progress within the surveying 
profession. The overall aim of her research was to investigate 
the under-representation of women surveyors at senior management 
levels within the surveying profession. Ellison attempted to 
explore women surveyors’ career experiences and has drawn 
interesting conclusions concerning why women surveyors are 
under-represented at senior levels.  
 
5.2 Methodology 
Ellison combined the use of the quantitative questionnaire 
approach as well as the qualitative in-depth interview approach 
  
so as to develop a clear picture about career experiences of a 
group of women surveyors. 
 
5.2.1 Survey Participants 
 The questionnaires were sent to equal numbers of male and 
female surveyors, a random sample of 2,000 practicing surveyors 
in the UK, who possessed at least corporate membership status.  
 
5.2.2 Questionnaire Design 
Ellison divided her questionnaire into three sub-sections. 
The first section consisted of basic characteristics of the 
respondents, such as gender, age, marital status, family 
responsibilities and professional divisions. The second section 
collected career characteristics of the respondents, including 
their responsibilities to other employees, their access to 
high-profile and challenging work and their expected career path. 
Finally, the third section investigated characteristics of the 
organization for which the respondent worked, for example access 
to in-house training, availability of part-time work, flexible 
job practices and child-care support.  
  
5.2.3 Means of Questionnaire Distribution 
 The questionnaires were distributed to the target respondents 
by postal mail and through the use of existing records held by 
the RICS. Ellison has stressed that the intention of her study 
was not to make any conclusive statements about the membership 
as a whole. Instead, the report was to draw conclusions from the 
sample that were worthy of debate and further study.  
 
5.2.4 In-Depth Qualitative Interviews 
 As mentioned, qualitative data was also collected to 
supplement the quantitative responses collected by postal 
questionnaires. Ellison selected questionnaire respondents for 
follow-up telephone interviews. However, her report failed to 
mention how many telephone interviews were conducted, how long 
each telephone interview took and how she chose her target 
telephone interviewees.  
 
5.3 Ellison’s Findings  
In this section, findings from Ellison’s report will be 
examined in detail. 
  
5.3.1 General Profile of Respondents 
Ellison received an overall strong response from both women 
and men respondents. After removing uncompleted questionnaires 
and questionnaires from those who were not currently working, 
the final sample consisted of 358 women (58.9%) and 249 men (41.1%). 
Their ages ranged from twenty-one to sixty-five years old. 
 
Women surveyors were especially represented in the sample in 
the lower age group from twenty-one to thirty-five years old, 
comprising 61 percent of the total (N=220). Male respondents were, 
however, less represented within this age group, only 30 percent 
of them (N=75) were found.  Both female and male respondents were 
most highly concentrated within the sector of General Practice 
surveying such that 65 percent (N=234) and 43 percent (N=107) 
of them were from this sector respectively.  
 
Concerning marital status, 59 percent of the women 
respondents (N=213) were married compared to 75 percent of the 
men respondents (N=187). The majority of male and female 
respondents were childless;  specifically, 45 percent of male 
  
respondents (N=112) and 65 percent of female respondents (N=233) 
had no children. 
 
5.3.2 Marriage and Family Responsibilities 
 Ellison’s report revealed that more women respondents than 
men in her sample were single and childless. In addition, for 
those women who remained in the profession after the age of 40, 
they had an even higher rate of having no child (51%, to be exact). 
Ellison implied that women respondents’ rate of childlessness 
is significantly higher than the national rate of female 
childlessness.  
 
Although the majority of the respondents were married, this 
should not suggest that there is no conflict between marriage 
and career. Through her interview findings, Ellison found that 
some women respondents did not see compatibility between having 
a successful career in surveying as a women and having the 
opportunity to successfully commit to a personal relationship 
at the same time.  
 
  
Moreover, Ellison commented that some women respondents felt 
under substantial pressure not to have children so as to secure 
their career position. According to their experiences, one way 
to avoid pressure from their employers when they decided to have 
children was to work part-time in an unrelated field. It, 
therefore, caused women surveyors to be under-represented in 
senior posts. When asked about their actual or expected career 
patterns, 13 percent of women respondents (N=47) chose the option 
of “not to have children” because they felt it was impossible 
for a woman to work in the construction industry and 
simultaneously have a family.   
 
5.3.3 Access to High-Profile and Challenging Work 
 High-profile and challenging work was regarded as important 
for career advancement by both male and female respondents 
(Ellison, 1999). The majority of respondents (N=393) felt that 
the allocation of high profile work was fair within their 
immediate work environment, and agreed that work was allocated 
fairly according to ability and experience. 
 
  
However, a large minority (N=214) felt that it was allocated 
unevenly. In general, they believed this unfair allocation was 
not necessarily gender-related but instead due to subjective 
personal discrimination or random allocation. 
 
5.3.4 Part-Time Work 
Twenty percent of women respondents from the sample (N=70) 
were working part time compared to almost zero percent of men 
(N=1). Concerning their attitudes towards part-time work, 65 
percent of women respondents (N=231) were supportive of part-time 
working arrangements compared to only 20 percent of men (N=51).  
 
All of the women respondents working part-time stated that 
they would have left the surveying profession if such part-time 
arrangements were not available. However, they noted that their 
career progress was halted because they had chosen to work 
part-time, and believed they would not advance unless they 
returned to full-time status.  
 
Many women respondents complained that employers should be 
  
more supportive of part-time arrangements and should consider 
promoting those who were working part-time if they were qualified. 
They said a more flexible attitude towards part-time work could 
help to retain qualified and experienced personnel in the field. 
 
5.3.5 Attitudes towards Child-Care Commitment  
It was found that 82 percent of the respondents who were living 
with a partner identified that the male shared some domestic 
responsibilities. However, it was revealed that women surveyors 
were responsible for a greater share of childcare than their 
partners. Therefore, women surveyors faced  high levels of 
childcare responsibility and pressure alongside their career 
pursuits. Women surveyors have expressed that they would 
experience difficulties in staying in the profession if they 
decided to have children. It comes as no surprise, then, that  
women respondents had a high tendency to leave the profession 
(N=6) or to work part-time (N=125) so as to be able to take care 
of their children. Owing to the conflict between career and family, 
women surveyors in the UK demanded various kinds of help; for 
examples, they wanted advice concerning child-care, a flexible 
  
working pattern and a sympathetic attitude from their employers. 
They suggested that this special assistance could enable them 
to continue their employment and thus improve their 
representation at senior levels within the profession.  
 
5.4 Conclusions Drawn by Ellison 
 According to Ellison’s findings, women surveyors from the 
sample were less likely to be married but more likely to be 
childless compared with their male counterparts. In general, 
female respondents expressed that they saw a conflict between 
family and career. Even though their male partners may have taken 
up certain domestic burdens, they still had the most 
responsibility for childcare. They therefore wanted more support 
and help from their employers so that they could manage career 
and family simultaneously. For example, they sought part-time 
working arrangements, flexible hours, help and advice concerning 
childcare. However these supports were not currently provided 
by their employers. As a result, these women may need to leave 
the profession or work part-time in unrelated fields. In a few 
cases, women surveyors were lucky enough to work part-time within 
  
the field. However, they mentioned that their career progress 
was halted due to their decision to work part-time.  
 
Based on the above findings, Ellison introduced the term 
“glass ceiling”; she suggested that this phenomenon exists within 
the surveying profession and prevents women surveyors from 
progressing up career ladders. The term “glass ceiling” is a 
well-known phrase originated from the United States. According 
to Linda (2001), the glass ceiling describes “invisible 
artificial barriers, created by attitudinal and organizational 
prejudices, which blocks women from senior executive positions” 
(Linda, 2001:1). 
 
Ellison suggested that the lack of women surveyors at senior 
management levels in the profession is due to the presence of 
“traditional attitudes to working practices across the entire 
profession (Ellison, 1999:2)”. Ellison (1999) mentioned that the 
traditional nature of the surveying industry requires a lot of 
commitment disregarding the “dual-roles” taken by women. Female 
respondents revealed a number of difficulties they were facing 
  
within the profession. They found it impossible to enjoy 
successes in both their careers and in their families. They wanted 
the profession to be more sympathetic to their situation. However, 
invisible barriers still exist within the profession, preventing 
qualified women surveyors from obtaining senior posts. 
  
CHAPTER 6 APPLYING ELLISON’S MODEL TO HONG KONG  
 In Chapter five, we focused primarily on the findings of 
Ellison’s report, which suggested that invisible barriers exist 
within the surveying industry in the UK and prevent women 
surveyors from obtaining senior management positions. In this 
chapter, we extend the investigation to the Hong Kong surveying 
profession.    
 
6.1 Investigation Purpose 
 As verified in previous chapters, women surveyors in the UK 
and in Hong Kong are progressing similarly within their 
profession. They are under-represented within the occupation, 
particularly at senior management levels. Ellison had explored 
women surveyors’ career experiences in the UK and concluded that 
the glass ceiling phenomenon was responsible for this 
under-representation. The writer would like to apply the same 
model to Hong Kong and see whether similar conclusions can be 
drawn.  
 
 
  
6.2 Methodology 
The Hong Kong investigation followed Ellison’s study by 
adopting both questionnaire approach and interview approach to 
explore women surveyors’ career experiences. 
 
6.2.1 Survey Participants 
Only women surveyors were chosen for investigation because 
the purpose was to explore the career experiences of women 
surveyors in Hong Kong only. In order to be comparable to Ellison’s 
sample, all women respondents currently practice and possess at 
least corporate membership status. The final sample consisted 
of 106 practicing women surveyors (N=106) in Hong Kong who possess 
at least corporate membership status.  
 
6.2.2 Questionnaire Design 
 The questionnaire was developed based on Ellison’s 
questionnaire. There were some questions in Ellison’s 
questionnaire which were identified as inappropriate for the Hong 
Kong sample, such as the region of work, access to company car, 
etc. Therefore, some adjustments were made to suit the Hong Kong 
  
sample10. The fact that respondents from the two societies were 
faced with similar questions allows for easy comparison between 
the two samples.  
  
The questionnaire was divided into four sub-sections. The 
first section consisted of some basic characteristics of the 
respondents, such as age, marital status, family 
responsibilities, sector of surveying, HKIS membership status 
and academic level. The second section collected characteristics 
of the respondents concerning their careers, such as their 
responsibilities to other employees, access to high-profile and 
challenging work and their expected career paths. The third 
section investigated the characteristics of respondents’ 
organizations such as the sector of the organization, 
availability of in-house training, part-time work opportunities, 
flexible working practices and child-care support. Finally, the 
fourth section collected information regarding their household 
patterns like the use of childcare service, time spent on 
childcare and housework and partner’s contributions to childcare 
                                                 
10 Please refer to Appendix B 
  
and housework11.  
 
6.2.3 Means of Questionnaire Distribution 
The questionnaires were sent to the target respondents by 
electronic means12. All respondents received an e-mail invitation 
letter from the author. The letter specified details of the 
dissertation study and included a hyperlink to the survey 
questionnaire. The invitations were distributed through direct 
and indirect personal contacts of the author. Early respondents 
were asked to provide contacts for subsequent respondents which 
greatly facilitated gaining further access. The purpose here was 
also not to generalize the results to the whole population but 
to allow conclusions drawn from this sample to be highlighted 
as worthy of debate and further study.  
 
6.2.4 In-Depth Qualitative Interviews 
 A sub-sample of women surveyors was selected for follow-up 
interviews. This group of women included those with whom the 
                                                 
11 Please refer to Appendix B 
12 Please refer to Appendix A  
  
author had direct contact and who were available for interview 
during the specified period. The interviews were conducted either 
via telephone or in one-to-one meetings depending on the 
respondents’ preferences. Each of the 18 interviews lasted for 
about 15 minutes. In total, 15 telephone interviews and 3 
one-to-one interviews were conducted. 
  
The interview was designed to further explore the 
respondents’ career experiences. Some interesting findings drawn 
from the quantitative questionnaire approach were discussed. 
Problems faced by women surveyors in the UK were also raised during 
interviews in order to examine whether the Hong Kong sample had 
experienced similar difficulties.  
 
6.3 Findings 
 In this section, findings obtained from the Hong Kong sample 
will be examined in detail. The following information was drawn 
largely from the qualitative interviews conducted. However, some 
information from the questionnaires was also included.  
 
  
6.3.1 General Profile of Respondents 
 The Hong Kong sample consists of 106 women surveyors (N=106). 
Only completed questionnaires and questionnaires from those who 
are currently at work are taken into account. Like the UK sample, 
women surveyors were especially represented in the lower age 
group and the sector of General Practice surveying. 77 percent 
of the women respondents (N=82) were between twenty-one and 
thirty-five years old and 68 percent of them (N=72) were from 
the division of General Practice surveying. Concerning marital 
status and family responsibilities, 45 percent (N=48) of 
respondents were married and 81 percent of them (N=86) were 
childless. Follow-up interviews were conducted with eighteen 
women surveyors (N=18). Eleven of them were single (N=11) and 
seven of them were married. In this sub-sample, only three women 
(N=3) had child responsibility.   
 
6.3.2 Marriage and Family Responsibilities 
As with the UK sample, the majority of the Hong Kong 
respondents were married without children. In fact, the Hong Kong 
sample was observed to have a higher rate of childless than the 
  
UK. During in-depth interviews, women surveyors were asked about 
their views towards their career, marriage and family 
responsibilities.  
 
First, it was interesting to note that none of them (N=0) saw 
any incompatibility between having a successful career and a 
successful personal relationship as a woman. Some of them even 
immediately cited examples of successful women surveyors in the 
field who were enjoying simultaneous successes in their careers 
and relationships. They thought the decision concerning marriage 
was entirely personal, and had never experienced any pressure 
from their employers in this matter. Furthermore, they said their 
personal would prevail if their employers were not happy with 
their decisions to get married.  
  
Concerning the subject of child responsibility, none of them 
(N=0) saw any conflict between having a career and having children. 
Again, they believed this to be a very personal decision. It was 
not pressure from employers that would affect their decision to 
not have children but rather other factors such as economic or 
  
political  instability or the education system in Hong Kong. The 
writer then raised the fact that very few women surveyors from 
the sample had children. Many of them immediately agreed this 
occurrence was actually quite common within the profession. 
However, they insisted that the decision to not have children 
was unrelated to pressures placed on them by employers. Some of 
them thought that women surveyors simply did not want to have 
any children. As mentioned, this may be due to political or 
economic instability or to other personal reasons.  
  
However, they mentioned that some women surveyors had left 
the profession after having children. However, this was due to 
their personal choice and they were very happy with the decision. 
In general, women respondents from the Hong Kong sample thought 
that it was possible to work in the surveying profession and have 
a successful family. They did not see a dilemma between career 
and family.  
 
6.3.3 Access to High-Profile and Challenging Work 
As in Ellison’s report, women respondents in the Hong Kong 
  
sample were asked whether “visible” work (i.e. work that has high 
profile and is challenging) was fairly allocated in their 
workplace. They were asked to assign a score from 1 to 5 to describe 
the degree of fairness, in which higher scores represent higher 
degrees of fairness. More than 75 percent of those surveyed (N=81) 
gave scores equal or more than 3 to describe the degree of fairness; 
this suggests that they viewed the allocation to be quite fair. 
The remaining (N=25) respondents gave score of 2, meaning that 
they disagreed that the allocation was fair. The overall mean 
of 3.23 indicates that women respondents in this sample felt 
positively toward the allocation of visible work. During 
follow-up interviews, some women surveyors who gave scores below 
3 were asked why they thought the allocation was not fair. These 
respondents said that subjective allocation always happened 
within the workplace but that it was, however, not necessarily 
gender-related. 
 
In general, women respondents believed that the allocation 
of high-profile work was based on personal ability and experience 
rather than gender. The majority of the women interviewees 
  
insisted that their working environment was discrimination-free. 
It was also very interesting to note that women respondents were 
emphatic in stating that they were not only as competent as men 
but superior in many aspects, including their skills in 
communication, language and leadership.  Some suggested that 
“being a woman in the surveying profession is neither 
disadvantageous nor advantageous”. 
 
6.3.4 Part-Time Work 
 According to the questionnaire results, very few women 
respondents (N=6) were working in organizations that permitted 
part-time work arrangements. As stated, the UK sample revealed 
a high demanded for part-time work since it could help them balance 
career and domestic work. Female respondents in the Hong Kong 
sample were also asked during interviews whether they saw the 
need of having flexible working patterns such as part-time work 
in their organizations.  
 
The interview findings suggest that women respondents 
regarded part-time work in surveying to be a very unusual practice 
  
in Hong Kong. They also believed that it was highly unlikely to 
be implemented, as they did not think their employers would be 
happy with such arrangements. They said working overtime was 
already a common practice in the profession, therefore, they 
don’t see working part-time to be either available or possible. 
However, from observing their tones during interviews it seemed 
that they were not very upset about this fact. Actually, many 
of them had never thought of such a working arrangment. However, 
this should not indicate that they did not need any flexible 
working pattern; rather,  it only suggested that part-time work 
is not as common in Hong Kong as in the UK.  
 
6.3.5 Attitudes towards Childcare Commitments  
Among those forty-eight married respondents, less than 20 
percent of them (N=9) had their male partners share more than 
half of the domestic work. The average hours spent on domestic 
work for those who were married was 10.3 hours per week. When 
looking at those women respondents who had children, their time 
spent on domestic work was only 12.1 hours per week on average, 
just slightly higher than those who had no child. This finding, 
  
therefore, suggested that married women surveyors from this 
sample were not excessively burdened by their domestic 
commitments. Even for respondents with child responsibilities, 
they did not face a very heavy domestic burden either. It might 
seem that having children made no difference to women surveyors 
concerning domestic burdens. However, it was found that 80 
percent (N=16) of those women respondents who had children hired 
domestic helpers to share their household responsibilities. 
  
During in-depth interviews, when women surveyors were asked 
what they would do in order to strike a balance between career 
and family were they to decide to have children,most immediately 
said they would probably seek help from family members or hire 
a domestic helper to share the extra workload. From their 
responses, it can be concluded that the options of hiring domestic 
helpers or seeking help from family were available and highly 
accessible to women respondents. Unlike the women surveyors in 
Hong Kong, those in the UK sample stated their difficulties in 
staying within the profession when and if they chose to have 
children. Women respondents in Hong Kong would have encountered 
  
the same problems had they not been provided with these two 
options.  
 
6.3.6 Attitudes towards Under-Representation of Women Surveyors 
at Senior Management Levels 
 During the in-depth interviews, the writer discussed with the 
“glass ceiling” phenomenon all the women respondents about It 
was interesting to note that all of them (N=18) said they saw 
no glass ceiling within the surveying profession. Even after they 
were provided with the fact that very few women had the Fellow 
status in the HKIS, they still insisted that there was no glass 
ceiling within the profession. The writer invited them to explain 
why women surveyors were particularly under-represented at 
senior management levels if there was no glass ceiling phenomenon. 
They then provided some very interesting suggestions. The 
following paragraphs quote some of their explanations: 
 
First, five respondents (N=5) believed that women surveyors’ 
under-representation at senior levels  related to their history. 
They said female participation in the profession only started 
  
to multiply in the past two decades. Before the 1980s, few women 
joined the profession or studied surveying in tertiary 
institutions. As women are becoming more and more active in 
joining the profession13, they are, therefore, very confident and 
optimistic in seeing more women surveyors obtaining senior 
management positions in the future.  
 
In addition, more than half of this sub-sample thought that 
women were definitely capable takeoff taking up those senior 
positions if they wanted. The reason why women were particularly 
under-represented at senior levels was that they simply did not 
want such positions. They were satisfied with their positions 
and their lives. They suggested that their satisfaction was not 
only career-based but due to other facets such as family, personal 
hobbies, academic achievements and so on. They believed people 
pursued different goals in their lives and that women might vary 
from men in certain ways, such as their putting priorities on 
many things instead of solely on their careers.  
  
                                                 
13 Please refer to Appendix E 
  
Another suggestion mentioned by women respondents was that 
women were less aggressive after getting married or having 
children. The majority felt that they had become less aggressive 
compared to when they had just entered the profession. The reason 
for this could be psychological or simply that they had 
re-evaluated their lives and rearranged their priorities.  
  
As mentioned, women respondents suggested that some women 
surveyors left the profession so as to spend more time with their 
growing families. However, they thought these women surveyors’ 
decision to leave the profession was due to their own will instead 
of being the result of any discrimination or pressure from their 
employers. Three women respondents (N=3) who worked in the public 
sector said that many of their female colleagues had left the 
profession by accepting a government-offered early retirement 
package. All of these three respondents thought the idea of early 
retirement was good, especially in the government. They were 
happy to leave the profession earlier so as to have more personal 
time. Again, they might have left the profession due to personal 
reasons, but not because of frustration or discrimination. 
  
6.4 Conclusions  
By extending Ellison’s investigation to Hong Kong, it is very 
interesting to note that women from the two societies give very 
different views on the same subject matter.  
 
Women are under-represented at senior management levels in 
both societies. While the UK sample suggested that women are 
facing invisible barriers within the profession preventing them 
from occupying senior management positions, the Hong Kong sample 
totally disagreed with the notion. The Hong Kong group neither 
attributed the under-representation to any barrier or 
discrimination nor were they upset by their career progress. They 
also saw no need for assistance with childcare or through 
part-time work arrangements. Actually, the Hong Kong sample gave 
very positive opinions on the issue of women surveyors’ 
under-representation. They thought women needed no help to get 
into those senior positions. It was their own decision to leave 
the profession or to be less aggressive in seeking higher 
positions.  
 
  
The next chapter will be in an attempt to explain the 
contrasting differences between the two societies by 
investigating the role played by culture. 
  
CHAPTER 7 COMMON CAREERS, DIFFERENT EXPERIENCES 
A cross-cultural comparison of women surveyors’ experiences 
of their careers suggests that women surveyors from the UK and 
Hong Kong have vastly different career experiences and 
perceptions. This chapter aims to explain how culture affects 
women surveyors’ experiences in each of the two societies. The 
basis for this study is the argument that career experiences can 
only be fully understood by referring to the wider cultural 
context (Hills, 1993).  
 
7.1 What is Culture? 
 According to Westwood (1992), culture is a very complicated 
and difficult concept. Tylor (Tylor, 1903; cited in Westwood, 
1992:29) gave one of the earliest definitions for the word culture: 
“culture is that a complex whole which includes knowledge, belief, 
art, law, morals, customs, and any capabilities and habits 
acquired by man as a member of a society”. However, this definition 
of culture is too broad to be useful for interpretation (Westwood, 
1992). As suggested by Westwood (1992), a more popular definition 
of culture is a shared system of ideas, knowledge, and meanings.  
  
Culture is learned when individuals grow up within it and is 
a set of values shared by groups of people within a society. Its 
principles are compelling and convincing and therefore held by 
its members. It is also a set of codes that distinguish human 
beings from one other and which symbolizes a community, a society 
or a country (Terpstra and David, 1985; cited in Westwood, 1992).  
 
7.1.1 Levels of Culture  
Culture encompasses different levels (Sathe 1985; cited in 
Westwood, 1992; Venter 2002). As Sathe (Sathe 1985; cited in 
Westwood, 1992) suggests, it has three basic levels. The first 
level of culture consists of things that people will immediately 
experience when they enter that society, for instance, 
architecture, art, food, language and so on. The second level 
is simply commentary on the first. In other words, it is the 
expressed values of culture. The third level is the core level 
consisting of a set of ideas and values that held by members of 
a society. Venter (2002), however, suggested that culture can 
simply be classified into two levels. First, culture is the shared 
values and attitudes that distinguish one group of people from 
  
another. The second level is described as “objective culture”, 
which includes tangible cultural products illustrating the 
uniqueness of that society (Venter, 2002). In our study, we will 
focus more on the level in which culture is a set of shared values 
and expressed values held by members of a society. 
 
7.1.2 Different Minds, Common Problems 
In reality, different societies face common societal 
questions (Hofstede, 1991), such as: Who should be allocated with 
authority and status? Who should be responsible for domestic work? 
Who should be responsible of child-rearing? However, it is 
culture that determines how people prioritize these problems and 
how people feel, behave and react when exposed to them (Westwood, 
1992). Therefore, if societies hold different sets of shared 
values, they will react differently to the same societal 
problems.  
 
7.2 Cultural Differences 
 Greet Hofstede (Hofstede, 1980; 1983; 1991) undertook a 
significant empirical study in the 1980s and early 1990s 
  
investigating cultural differences among different countries. 
In his research, he surveyed respondents from fifty countries 
and three regions, who belonged to the same multi-national 
corporation, concerning their values and attitudes to work. 
Hofstede (1991) said that these people were similar in every 
aspect except their nationalities, which made their responses 
very different from one another. He then classified national 
cultural differences into five categories, namely: 
y Individualism-Collectivism ( “the role of individual versus 
the role of the group”(Hofstede, 1991: 50)) 
y Power Distance (the allocation of power within a society) 
y Uncertainty Avoidance (how members of a society react to 
ambiguous situations)  
y Masculinity-Femininity (how “masculine” or how “feminine” a 
society is)  
y Long-term and Short-term Orientation 
 
 The following sections will look at several of the above 
categories in more details.  
 
  
 
7.2.1 Individualism vs Collectivism 
 Hofstede (1991) suggested that the majority of people in the 
world live in “collectivist” countries, in which the interest 
of the group always prevails over the interest of the individual. 
An individual belongs to different groups in his or her life, 
but the first group in an individual’s life is always his or her 
family of origin. In collectivist countries, a family does not 
just include parents and children but also many other parties, 
such as grandparents, uncles, aunts, siblings, servants and so 
on which can be called as an “extended family”. Therefore, when 
individuals grow up in such societies, they will regard 
themselves as a member of a “we” group and derive their own 
identities from such a group (Hofstede, 1991).  
 
Hofstede(1991) also suggested that the minority of countries 
in the world are “individualist”. The family structure in 
individualist countries differs from collectivist countries to 
a great extent, for it consists of parents and children only. 
Hofstede named this type of family the “nuclear family”. 
  
Individuals who are brought up in such families will always think 
of their individual before the collective with respect to their 
decisions. Personal identity is therefore derived from the 
individual as opposed to groups.  
  
Hofstede (1991) then extended this concept into the workplace. 
Employees in a collectivist country will let the interest of the 
company prevail over their own good. They will act in such a way 
so as to maximize the interest of the group even though it may 
be in conflict with their own interests. Contrary to collectivist 
countries, employees in an individualist country will tend to 
protect their own interests even though it may not align with 
those of the employer. In accordance with Hofstede (1991:17), 
“work should be organized in such a way that this self-interest 
and the employer’s interest coincide” but not the other way round. 
Table 7.1 summarizes major differences between collectivist 
countries and individualist societies.   
 
 
  
Table 7.1 Key Differences Between Collectivist and Individualist Societies 
Collectivist Societies Individualist Societies 
People are born into extended families or 
other in-groups which continue to protect 
them in exchange for loyalty  
Everyone grows up to look after 
him/herself and his/her immediate 
(nuclear) family only 
Identity is based in the social network to 
which one belongs 
Identity is based in the individual  
Children learn to think in terms of ‘we’  Children learn to think in terms of ‘I’  
Harmony should always be maintained and 
direct confrontations avoided 
Speaking one’s mind is a characteristic of 
an honest person  
High-context communication Low-context communication 
Trespassing leads to shame and loss of face 
for self and group 
Trespassing leads to guilt and loss of 
self-respect 
Purpose of education is learning how to do Purpose of education is learning how to 
learn 
Diplomas provide entry to higher status 
groups 
Diplomas increase economic worth and/ or 
self-respect 
Relationship employer-employee is 
perceived in moral terms, like a family link
Relationship employer-employee is a 
contract supposed to be based on mutual 
advantage 
Hiring and promotion decision take 
employees’ in-group into account 
Hiring and promotion decisions are 
supposed to be based on skills and rules 
only 
Management is management of groups Management is management of individuals
Relationship prevails over task Task prevails over relationship 
Source: Hofstede (1991: 67) 
 
7.2.2 Power Distance  
 According to Hofstede (1991), power distance is a scale that 
describes how members of a society handle unequal power between 
people. The Power Distance Index (PDI) is used to quantify the 
level of power distance in a society. For societies with high 
  
PDI14, inequalities among people are “expected and desired”. Less 
powerful people can depend on more powerful people and such kind 
of dependence brings security to those who are in power as well 
as those who have lower status.  On the other hand, in low PDI 
societies15, inequality is regarded as undesirable. In general, 
such societies believe that everybody should enjoy equal rights. 
Therefore, powerful people are always suspected and challenged.  
 
7.2.3 Masculinity vs. Femininity 
 Men and women are different biologically as well as socially. 
The latter refers to their varying roles in society. In general, 
men should be more concerned about their achievements outside 
the home and thus they are perceived as more “assertive, 
competitive and tough (Hofstede, 1991: 81)”. In contrast to men, 
the role of women focuses more on taking care of the home. As 
a result, women are considered more modest, tender and concerned 
about relationships. These two types of characteristics are 
described as “masculine” and “feminine” respectively.  
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 When we extend the above distinctions between genders to 
societies, there are societies that are more “masculine” and 
others that are more “feminine”. In feminine societies, people 
tend to solve conflicts by compromise and negotiation, as it is 
believed that good relationships with one other are important. 
In masculine societies, however, people usually fight one other 
to resolve conflicts. This is because they do not place a priority 
on relationships but rather on “success and progress (Hofstede, 
1999:96)”. 
 
7.3 Cultural Values of the UK and Hong Kong 
Both Hills (1993) and Venter (2002) have compared women 
managers in the UK and Hong Kong with respect to their career 
experiences. Their findings reveal that women managers from the 
two societies have quite distinct career experiences. Both 
studies argued that culture plays a major role in shaping the 
career patterns and experiences of women managers in the two 
societies. According to Hills (1993), “culture crucially affects 
women’s role in the family the relationships between men and women 
and consequently career orientations (Hills, 1993:6)”. 
  
7.3.1 British Culture 
 According to Hofstede’s empirical findings (Hofstede, 1980; 
1983; 1991; cited in Venter, 2002), Britain is classified as a 
highly individualistic society, in which members are more 
self-oriented and concerned with individual rights and 
independence. In addition, Britain is a country with a low Power 
Distance Index score, which suggests that equal rights are 
readily observed and people are more likely to be advocates of  
equality and equal opportunity. As suggested by Venter (2002), 
no person who is qualified should be deprived of the right to 
reach senior or powerful positions in low PDI societies. For the 
category of “Masculinity versus Femininity”, Britain is regarded 
as a relatively masculine-oriented society. As mentioned, in  
such societies, masculine values such as assertiveness and 
competition dominate. As Venter (2002) suggests, the intensive 
womens’ movements and the formation of women movement bodies in 
masculine-oriented nations verify the above notion and 
implications of low PDI countries.  
 
 
  
7.3.2 Hong Kong’s Culture 
 As suggested by Hofstede (1980; 1983; 1991; cited in Venter, 
2002), Hong Kong is classified as a highly collectivist society, 
in which the concept of family is of paramount importance. The 
reason for this was discussed in 1996 by Leung (cited in Venter, 
2002), who suggested that Hong Kong’s culture is a mixture of 
traditional Chinese and Confucian cultures. Both of these 
cultures portray the role played by family to be very crucial. 
Therefore, the family is indispensable and is a source of support 
and resources to individuals in Hong Kong. In general, the Hong 
Kong Chinese are very family-oriented and prefer that the 
interests of the family prevail over those of the individual when 
is the two conflict. 
 
 Other cultural features of Hong Kong include High Power 
Distance Index, lower masculinity than Britain, a diffuse 
orientation and so on (Hofstede, 1980; 1983; 1991; Trompenaars, 
1993; cited in Venter, 2002). Owing to the influence of the 
Confucian culture, the Hong Kong Chinese has long been very 
respectful of people in high positions and have a strong sense 
  
of obedience to them (Venter, 2002). They respect and obey them 
while believing that everyone who works hard can make something 
for himself or herself. In general, they accept the disparity 
of power in their society.  Moreover, Hong Kong is regarded as 
a relatively feminine-oriented society compared to Britain such 
that female characteristics such as being modest, tender and 
concerned with relationships are more observable (Hofstede, 1980; 
1983; 1991; cited in Venter, 2002).  
 
 The above has illustrated significant cultural differences 
between the two societies based on literary research. Table 7.2 
provides a summary of the major cultural features of the two 
societies. 
 
Table 7.2 Cultures of Britain and Hong Kong 
Dimension Britain Hong Kong 
Individualism versus 
collectivism 
y Individualistic 
y More orientation to self 
Collectivist 
Greater orientation to the 
group 
Power distance (PDI) y Lower PDI 
y Relate to seniors and see 
them as ‘one of us’ 
High PDI 
‘Us and them’ view of 
seniors 
Masculinity versus 
Femininity  
y Mid to high score 
y Masculine values 
predominate 
y Mid score  
y Masculine values 
predominate, but only 
  
very narrowly 
y Relative to Britain 
higher influence of 
feminine values 
Uncertainty Avoidance y Low UAI 
y Lack of concern over 
ambiguity, don’t stick 
rigidly to rules less 
concern about risk and 
uncertainty 
y Very low UAI 
y Lack of concern over 
ambiguity, don’t stick 
rigidly to rules, less 
concern about risk 
and uncertainty 
Specific versus Diffuse y More specific orientation: 
sees life in terms of a 
series of separate spheres 
of life 
y Diffuse orientation: 
all areas of social life 
are much more 
closely related and at 
times overlapping 
Affective versus Neutral y General literatures would 
suggest Britain to be more 
affective than Hong Kong. 
However, Trompenaars’ 
work places Britain as 
more neutral. Would 
expect not to show 
emotions at work- belief in 
the ‘stiff upper lip’ 
y Although in the 
middle on 
Trompenaars chart, 
relative to Britain, 
would expect more 
show of emotion 
Confucian Dynamism  y Low  y High 
High-Contexted versus 
Low-Contexted 
y Low contexted: more 
explicit messages 
y High contexted: 
meaning of behaviour 
and communication 
more influenced by 
environmental/ 
contextual factors 
Achieved versus ascribed 
status 
y Achievement-oriented 
y Belief in merit and 
individual ability 
y More ascribed roles 
on the basis of 
position in family, 
company, etc.  
Internal versus External  
Locus of Control 
y Would expect a belief that 
nature is controllable and 
therefore life is within the 
individual’s control. It is 
up to them if they do well 
y Would expect a belief 
that nature will take 
its course, belief in 
fate and luck , belief 
in the supernatural  
  
and their fault if they do 
badly.  
Universalism versus 
Particularism  
y Universalism: laws apply 
regardless, theories apply 
worldwide  
y More particularist, 
could beak the law to 
protect a friend or 
family member 
Conflict versus Consensus  y A perception of significant 
levels of social conflict. 
Social life is characterized 
by struggling among 
groups. One group’s 
interests are quite likely to 
be met at the expense of 
another 
y Consensus, harmony 
and agreement are the 
ideal state. Should 
aim not to rock the 
boat but aim to 
maintain harmony 
The concept of time y Sequential  y Synchronous  
Source: Venter (2002: 56-57) 
 
7.4 Common Careers, Different Experiences  
 The preceding sections aim to explain the career experience 
differences of female surveyors in Hong Kong and the UK through 
reference to cultural differences between the two societies. 
 
From our qualitative findings, women surveyors in Hong Kong 
saw neither discrimination nor unfairness within their 
workplaces. By contrast, the UK sample suggested that 
discrimination and invisible barriers did exist that prevented 
women surveyors from further advancement in their careers. The 
writer argues that the reasons for the significant differences 
  
between the two samples are the cultural difference between the 
two societies. As mentioned, the cultures of the UK and Hong Kong 
differ greatly; therefore, women surveyors may react, feel or 
behave differently when facing with similar societal problems, 
such as the allocation of power, the responsibility of 
child-rearing or equality issues.  
 
7.4.1 The Meaning of Gender Equality and Perceptions of the 
Differences in Male and Female Social Roles  
In the UK, the word “equality” simply means being “the same, 
no difference”. To British women managers, “apart from biological 
differences, men and women, in terms of temperament, personality, 
skills, abilities and roles, were perceived to be as likely to 
be similar to each other as they would to any other person of 
the same sex (Venter, 2002: 207)”. Basically, women in the UK 
saw no difference between women and men with respect to their 
capabilities, abilities and skills; therefore, they, want to 
behave and be treated in the same manner as are their male 
counterparts. When they come across circumstances that favour 
men, they will therefore feel unhappy and aggrieved (Venter, 
  
2002). In Hong Kong, the perception of “equality” varies 
significantly from the UK. Women in Hong Kong accept the notion 
of being “equal but different”. They expect to be valued but also 
want to be treated as a “lady” (Venter, 2002: 208). In general, 
they do not want to be treated exactly like men.  
 
The reason for this difference was explained by Venter (2002). 
According to the notion developed 16  earlier, the UK is an 
“individualist” society while Hong Kong is a “collectivist” 
society. Therefore, people in the UK derive their identities from 
self while their counterparts in Hong Kong get their identities 
from groups. Within a collectivist society, people consider 
themselves as members of “in-groups”. Within an in-group, members 
may possess different kinds of skills and each of them contributes 
differently to that group. Everyone may not possess the same 
abilities and skills but they play different roles and give 
complementary contributions to that group. Therefore, 
differences among individuals will be valued. In contrast to 
collectivist societies, people derive their identities solely 
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from themselves in individualist societies like the UK. Whether 
an individual is valuable or not depends solely on his or her 
own merits. As a result, if an individual is lacking of certain 
kinds of abilities or skills, he or she may be viewed as less 
valuable.  
 
Applying this idea into our investigation, women surveyors 
from the Hong Kong sample, unlike their British counterparts, 
see no discrimination or barriers in their workplace, even though 
the two have made similar progress within the profession. This 
variance is due to the different interpretation of the word 
“equality”  between women surveyors in the U.K. and Hong Kong. 
Women surveyors from Hong Kong want to be treated equally but 
they also appreciate the different roles played by men and women 
in a society. Women surveyors in Hong Kong derive their identities 
not only from themselves but also from their in-groups, such as 
family units, friends and so on. They appreciate the idea that 
different members of a group should play complementary roles. 
They, therefore, do not think that they need to be exactly the 
same as their male counterparts in every circumstance. Even 
  
though they may not have same achievements as men within the 
profession, they are already satisfied with the progress they 
have already made and they believe that they are being treated 
in a fair way. It should not be concluded that there is no barrier 
within the surveying profession in Hong Kong, but only that women 
surveyors in Hong Kong derive their identities from in-groups 
and differentiate their roles from those of their male 
counterparts. Therefore, they are not seeking absolute equality 
with their male counterparts and are not as active in fighting 
for same career achievements within the industry as the British 
women surveyors.  
  
The women surveyors in the UK complain that barriers exist 
within the profession because they do not see that women and men 
have equal achievements. They think that women who are as 
qualified, competent and capable as men should have equal 
achievements as their male counterparts within the profession. 
However, the fact that women surveyors are especially 
under-represented at senior management levels triggers them to 
think that women are not treated in a fair way. Since their 
  
identities only derive from themselves but not any in-group, they 
must prove themselves to have the same qualities and achievements 
as men. Therefore, they are very active in fighting to become 
the same as men.  
 
7.4.2 Aggressiveness in Fighting for Equality 
 As mentioned, the UK has a lower Power Distance Index (PDI) 
and higher masculinity than Hong Kong. In the society of the UK, 
it is a general concept that disparities of power are undesirable. 
If power is distributed unequally, they will fight against unfair 
treatment. They will not avoid fighting in order to maintain good 
relationship between parties, for they prioritize progress and 
success. However, women and men in Hong Kong accept inequality 
in their societies and will be less likely to fight for absolute 
equality because they would not prefer to ruin good relationships 
among one other. The fact that women are less inclined to set 
up liberation and less involved in women movements in Hong Kong 
suggests the above notion is correct (Venter, 2002).  
 
 Women surveyors from the UK sample tend to be more active in 
  
protecting their rights than women surveyors in Hong Kong. It 
is because they think that everyone who is qualified should not 
be deprived of the right to reach senior positions; if they do, 
then, they need to fight against it and protect their own rights. 
They, therefore, are more inclined to raise  complaints against 
unfair treatment imposed by men.  
 
On the other hand, women surveyors in Hong Kong are less likely 
to raise any complains to their employers or male counterparts. 
It is because women surveyors in Hong Kong accept higher power 
distances and will obey those who in senior positions. They are 
also more “feminine” than their UK counterparts, which indicates 
they are more modest and less inclined to fight for equality.  
 
7.4.3 Child-Rearing and the Division of Household Labour 
Suggested by Hills (1993), having children affects women both 
in the UK and in Hong Kong. This is because domestic tasks, such 
as child-rearing and housework, are considered to be the wives’ 
responsibility both in the UK and in Hong Kong (Hills, 1993). 
However, it is found that the patterns of child rearing and the 
  
division of household labour in the two societies vary greatly 
from each other. As suggested by Hills (1993), this difference 
has a very crucial influence on women managers’ careers.  
 
(a) Family Support 
The fact that the UK is an “individualist” society while Hong 
Kong is a “collectivist” society makes the pattern of 
child-rearing and the division of household labour very different. 
In individualist societies like the UK, the relationship between 
parents and children is divided into stages. Before an individual 
marries, his or her original family is a primary part of his or 
her life. However, this is no longer the case after the individual 
gets married. Parents and siblings may only be called in case 
of emergency or unusual circumstances. Individuals receive less 
if any support or resources from their original families (the 
“nuclear” families). In collectivist societies such as Hong Kong, 
the family is constantly a source of support and resources. Even 
after an individual marries, his or her “original” family (the 
“extended” family) remains a part of his or her everyday life. 
He or she can always seek help from his or her originated family 
  
(Venter, 2002).  
 
This therefore suggests that career women in Hong Kong can 
always receive support from their extended families in the areas 
of child-rearing or domestic work. Since the interests of group 
prevail over those of individuals in collectivist societies such 
as Hong Kong, family members in the original families will be 
willing to provide child-rearing or domestic work support to free 
career women from domestic duties for the benefit of the entire 
family (Venter, 2002).  
 
(b) Domestic Labour  
Family support is not the only means that can free career women 
in Hong Kong from domestic responsibility. In addition, career 
women in Hong Kong can also delegate their domestic 
responsibilities by hiring cheap domestic labour.  
  
According to Hills (1993) and Venter (2002), Hong Kong is more 
advanced and prosperous than other surrounding regions. It has 
a better economy and a higher standard of living. Therefore, it 
  
attracts people from the poorer countries surrounding it who seek 
job opportunities. The best example in this case is Hong Kong’s 
attractiveness to the Philippines. Hong Kong has attracted 
thousands of Filipino women to serve as domestic maids in this 
small but prosperous city. These Filipino maids work for very 
low wages compared to the salaries of permanent residents in Hong 
Kong. Having these maids freed many women from household burdens 
and facilitated their participation in the labour force. This 
does not mean that wives or mothers can completely free themselves 
from their traditional domestic responsibilities, but it does 
indicate that wives and mothers are no longer solely responsible 
for the execution of time-consuming and labour-intensive 
domestic tasks. Their role is no longer operational. What they 
need to do, however, is to oversee the work done by domestic maids 
and ensure that all of the tasks are done properly. By hiring 
the cheap labour of Filipino maids, women can therefore spend 
less time on domestic duties and more time on paid work.  
  
As mentioned, both women in the UK and their counterparts in 
Hong Kong incur domestic responsibilities. If British women want 
  
higher achievements in their careers, they need to find ways to 
reduce the time spent on traditional time-consuming domestic 
activities. However, the option of hiring cheap domestic maids 
is not as available nor as affordable as it is to the women of 
Hong Kong. Hills (1993) provided two reasons to explain why this 
option is not available in the UK. Unlike Hong Kong, Great Britain 
is not located where it is surrounded by poorer countries. In 
fact, its neighbours are economically similar, so there are no 
significant wage differences among countries. Furthermore, the 
UK is not among the group of higher wage-paying countries in Europe 
(Eurosat, 1996; cited in Venter, 2002). Therefore, it does not 
attract the cheap labour force that does Hong Kong. Secondly, 
the variance of wages within society are not as significant in 
the UK as it is in Hong Kong. If women in the UK want to hire 
a domestic maid in order to free themselves from domestic burdens, 
they will probably pay a significant proportion of their salaries. 
Therefore, the majority of British households do not utilize any 
form of domestic helpers (Hills, 1993; Venter, 2002). Sharing 
part of the domestic work with a spouse may be the only way to 
lessen some domestic burden. However,  the available evidence 
  
indicates that women are still taking the majority of domestic 
duties (L. Segal 1990; SCELI Report 1991; cited in Hills, 1993).  
 
 According to our qualitative findings, women surveyors in 
Hong Kong, unlike those in the UK, do not see any incompatibility 
between having children and having successful careers. The reason 
for this is simply that women surveyors in Hong Kong do not 
encounter the same problems faced by their British counterparts. 
The UK sample expressed their need for assistance in the form 
of part-time work, a career break or childcare information from 
their employers to help them in dealing with childcare and 
domestic burdens. The options of family support and cheap 
domestic helpers are not available in the UK, an individualist 
society, while they are available in the collectivist society 
of Hong Kong. Therefore, British women may need to go part-time 
or take career breaks in order to handle their dual-roles. This 
career pattern will therefore affect women surveyors’ progress 
within the field and cause their under-representation at senior 
levels.  
 
  
Women surveyors in Hong Kong can always delegate their 
domestic burdens and child-care responsibilities to their 
extended families or to Filipino maids. Therefore, they  do not 
think that the job nature of the surveying profession prevents 
them from further career advancement.  
 
As suggested both by Hills (1993) and Venter (2002), there 
are many other possible reasons that can influence and thus 
polarize the career experiences between these two groups of women. 
Culture is definitely not the only reason that can explain the 
variance in career experiences among women in different societies. 
However, it crucially affects the roles of women in their families,  
societies, the workplace and therefore influences their overall 
career experiences.  
   
 
  
CHAPTER 8 REASONS CAUSING UNDER-REPRESENTATION 
 The earlier chapters have explained how culture influences 
the career experiences of women surveyors in the two societies. 
However, we have yet to investigate why women surveyors in Hong 
Kong and their British counterparts have similar degrees of 
career progress. Is this also due to the “glass ceiling” 
phenomenon? This chapter will, therefore, try to outline possible 
reasons that women surveyors in Hong Kong are also especially 
under-represented at senior management levels. 
 
8.1 The Glass Ceiling  
Ellison undertook a study in 1999 which suggested that the 
“glass ceiling” phenomenon, which prevents career advancement 
by women, may exist in the UK among female surveyors. This 
phenomenon may also be the reason for the under-representation 
of women surveyors in Hong Kong at senior levels. However, the 
findings from this current study are inadequate to prove whether 
this phenomenon exists in Hong Kong. This is because the study 
responses can be considered only opinions and feelings but 
neither facts nor solid evidence pertaining to career experiences. 
  
The fact that women surveyors do not see any barriers does not 
constitute proof that no such glass ceiling exists.  
 
As mentioned, the glass ceiling phenomenon refers to 
“invisible artificial barriers, created by attitudinal and 
organizational prejudices (Linda, 2001:1)”. Therefore, further 
research focusing upon organizational structures and cultures 
is necessary to find out whether it exists in Hong Kong. 
 
8.2 Female Priorities 
 The qualitative findings drawn from the Hong Kong sample 
indicate that a number of respondents believe women tend to become 
less aggressive after getting married or having children. This 
interesting finding is consistent with Goldberg’s theory, which 
was previously mentioned17. It was also identified by Hills (1993), 
who asserted that marriage or having children psychologically 
affects the careers of women managers in Hong Kong. According 
to her findings, women will become less aggressive and ambitious 
after getting married or having children. They will demand more 
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job stability and fewer overtime hours. Furthermore, some 
respondents from the Hong Kong sample suggested that women are 
different from men regarding careers: Women are not as 
career-oriented as men and they acquire their satisfaction not 
mainly from career achievements but also from other aspects, 
including their personal lives , families  and so forth.  
 
This qualitative finding interested me in starting the final 
stage of research work to determine how women prioritize their 
lives. If, as observed, they do prioritize other things over their 
careers and are less aggressive in career pursuits after getting 
married or having children, it may therefore shed some light on 
explaining why women surveyors are especially under-represented 
at senior management levels. The following sections will detail 
the methodology of the surveys well as its findings and 
implications.  
 
8.3 Methodology 
 In order to examine the priorities of women surveyors, another 
survey questionnaire was developed based on implications drawn 
  
from the results of the quantitative questionnaire and the 
qualitative interview.  
 
8.3.1 Survey Participants 
 The same group of practicing women surveyors used in phase 
one was invited again to participate in this second phase of 
questionnaire surveying.  
 
8.3.2 Questionnaire Design 
 The writer has identified three factors that have important 
influences on women respondents’ career experiences after 
analyzing findings collected from stage one. The three factors 
are 1) Job status, 2) Time outside work and 3) Job nature. Each 
factor was further divided into two or three levels18, as shown 
in Table 8.1:  
 
Table 8.1 The Three Factors and Respective Levels of Survey Two 
Factors Levels 
1. Job status  Senior management position 
 Middle management position 
 Position of professional surveyor
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2. Time outside work  Very sufficient leisure time for 
self and family 
 Just sufficient leisure time for 
self and family 
 Not sufficient leisure time for 
self and family 
3. Job nature  Very challenging job nature; with 
the duties of supervising many 
employees 
 Not very challenging job nature; 
with duties of supervising a few 
employees 
 The questionnaire is divided into three parts. In the first 
two parts, respondents were presented with two sets of job 
profiles. Each set consisted of nine jobs. Each job profile 
includes all of the three factors, but with only one factor level 
listed for each factor. Therefore, the total number of job 
profiles generated is eighteen. Then, respondents were asked to 
give preferences for each job profile, by assigning a score of 
1 to 7 to each job to indicate how desirable that job was to them. 
Respondents were asked, for example to give a score of 1 to jobs 
that they found “Very undesirable”, a score of 4 to jobs that 
towards which they had “Neutral” feelings, and a score of 7 to 
jobs they considered “Very desirable”. The final part of the 
questionnaire included general characteristics of respondents, 
such as their ages, marital statuses, familial responsibilities  
  
and HKIS membership statuses.   
 
8.3.3 Means of Questionnaire Distribution 
 As with the first batch of survey questionnaires, this batch 
of questionnaires was also distributed through electronic means 
to direct and indirect contacts of the author19.  
 
8.3.4 Analysis Tools- Conjoint Analysis  
 In order to find out respondent preferences to the three 
factors, the conjoint analysis, a powerful analysis tool that 
is widely used in marketing research, was used. This form of 
analysis is based on the assumption that an individual values 
a product because of the factors of that product rather than the 
product itself. Therefore, an individual will prefer a product 
that consists of factors that he or she believes to be the most 
important (Aaker, 1998). 
  
Conjoint analysis produces a quantitative measure, named the 
Utility (or Part-worth), that describes the importance of one 
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factor against the others. Respondents are not asked directly 
to give preferences to each factor but are asked to make trade-off 
judgments. Utilities can then be measured by analyzing 
respondents’ overall evaluation of products, as respondents make 
tradeoffs among factors. When respondents make tradeoffs in 
choosing among products, such tradeoffs yield information about 
their valuation of different factors (Lehmann, 1998).  
  
In conjoint analysis, the assumption is that the Utility of 
a product, U, can be expressed as a sum of Utilities of its factors, 
(ui), such that: 
 
Utility for an option 
 
or  
U 
= 
 
 
= 
∑ (Utility for level of the 
option on a factor) 
 
u1+ u2+ u3+… 
 
Source :(Lehmann, 1998: 540) 
 
(a) Data Collection 
 There are several ways to collect information from 
respondents concerning their preferences for different factors. 
  
First of all, respondents can be asked to rank the products from 
most to least desirable. However, it will be very complicated 
if respondents are asked to rank more than ten products. In our 
study, women respondents were asked to rate different job 
profiles on an Undesirable-Desirable scale (i.e. score from 1 
to 7). Collecting preferences information from respondents by 
such rankings is suggested to be the most common data collecting 
approach in conjoint analysis (Lehmann, 1998). 
  
(b) Data Analysis 
 The most common data analysis approach for analyzing rating 
data is using dummy variable regression (Lehmann, 1998). By 
adopting this approach, we can estimate utility values for each 
factor level. First of all, different dummy variables are used 
to represent factor levels. The rating assigned by each 
respondent on a profile indicates her preference for that job. 
Therefore, the rating represents the Utility of that job for that 
respondent. Since each respondent was asked to assign scores for 
each of the eighteen jobs, Utilities for each factor level can 
be estimated by running a regression based on this data(Lehmann, 
  
1998). The Utility of each factor can then be calculated based 
on factor level Utilities. 
  
The statistical methodology used in this study was ordinary 
least square technique (OLS), which assumes that the model is 
linear and that there is no interaction between factor levels. 
The empirical regression model developed was: 
 
RATING= C + a1 (SEN) + a2 (MID) + a3 (VSUFF) + a4 (JSUFF) + a5 (VCHAL) --- (1) 
 
RATING: score given by respondents on that job  
C: constant term 
 
Job title dummy variables: 
SEN: 1 for senior management position; 0 otherwise 
MID: 1 for middle management position; 0 otherwise 
 
Time outside work time dummy variables: 
VSUFF: 1 if the job allows for very sufficient leisure time 
for self and family; 0 otherwise  
JSUFF: 1 if the job permits just sufficient leisure time for 
self and family; 0 otherwise 
 
Job nature dummy variable: 
  
VCHAL: 1 for a very challenging job and lots of management duties; 
0 otherwise 
 
8.4 Findings 
8.4.1 General Profile of Respondents 
The response rate for this second stage survey was quite low 
since the collection period was much shorter than the first stage. 
There are in total 20 (N=20) practicing women surveyors completed 
this second stage questionnaire survey. They ranged from 
twenty-one to fifty years old. Almost sixty percent were married 
(N=12) and thirty percent of the total (N=6) had at least one 
child.  
 
8.4.2 Utility Levels 
The empirical findings by adopting the OLS approach are shown 
in Table 8.2. The estimated Utilities for each factor and its 
level are summarized in Table 8.3.  
 
Table 8.2 Result by Using the OLS Technique on the Dummy Variable Regression 
Model 
Dependent Variable: RATING 
Method: Least Squares 
Sample: 1 360 
Included observations: 360 
  
Variable Coefficient Std. Error t-Statistic Prob. 
C 1.697222 0.170573 9.950148 0.0000 
SEN 0.616667 0.170573 3.615275 0.0003 
MID 0.341667 0.170573 2.003058 0.0459 
VSUFF 3.175000 0.170573 18.61378 0.0000 
JSUFF 1.808333 0.170573 10.60155 0.0000 
VCHAL 0.700000 0.139272 5.026139 0.0000 
R-squared 0.522326     F-statistic 77.41817
Adjusted R-squared 0.515579     Prob(F-statistic) 0.000000
 
 
Table 8.3 Estimated Utilities for Factors and Factor Levels  
Factors Dummy variable 
Regression Coefficients 
Utilities for factors 
1. Job title - 0.62 
Senior management 
position 
0.62 - 
Middle management 
position 
0.34 - 
Position as a professional 
surveyor 
0 - 
2. Time outside work - 3.12 
Very sufficient leisure time 
for self and family 
3.12 - 
Just sufficient leisure time  
for self and family 
1.81 - 
Not sufficient leisure time 
for self and family 
0 - 
3. Job nature - 0.7 
Very challenging work and 
supervise many employees  
0.7 - 
Not very challenging work 
and supervise a few 
employees 
0 - 
 According to Table 8.2, the adjusted R-squared is high enough 
to prove that equation (1) is a good model to describe 
relationships among variables. All of the coefficients 
  
calculated were significant at at least the 95 percent confidence 
level. The difference between the highest coefficient value and 
the lowest coefficient value under each factor indicates the 
level of importance of that factor (i.e. Utility). Therefore, 
we can observe from Table 8.3 that the factor “Time outside work” 
has the highest Utility level (U3= 3.12) when compared with the 
other two factors. The factor “Job title”, however, has the lowest 
Utility level (U1= 0.62). This finding indicates that women 
respondents in general view the factor “Time outside work” to 
be of much more importance than the factors of “Job nature” and 
“Job status”. It is interesting to note that women respondents 
view the factor “Job status” to be the least important according 
to the analysis result. 
 
8.4.3 Implications  
 After using conjoint analysis to determine women surveyors’ 
preferences of different factors, it is very interesting to 
notice that this sample of women surveyors prioritized leisure 
time outside work much more than their job statuses. Thus, if 
a women surveyor must choose between two jobs, such that one is 
  
a senior management position while the other is a position of 
professional surveyor, she may not necessarily prefer the former. 
If the senior management job will occupy most of her time but 
the professional job will not, she may choose the latter instead.  
 
 If women surveyors really prioritize their personal lives and 
family lives over their career achievements, they may not behave 
aggressively in order to further advance their careers. This is 
due to the fact that more senior positions require more 
responsibilities and time commitments, thereby affording them  
less leisure time. This empirical finding together with 
qualitative interview results may suggest that women surveyors’ 
attitudes towards their careers may be one of the contributing 
factors to their under-representation in senior management 
positions. 
 
 However, it should be noted that this second stage of research 
work constitutes a very small sample of women surveyors and fails 
to represent the whole population. However, the focus here is 
not to generalize the whole population but rather to draw some 
  
interesting conclusions of note based on this sample that may 
be worthy of further investigation. Therefore, wider scale 
research work will be necessary in order to be more representative. 
Also, it is suggested that a future stage of investigation should 
incorporate male surveyors, for it cannot be known whether women 
surveyors are putting lower priorities on their career 
achievements than are their male counterparts without comparing 
female surveyors to their male counterparts.
  
CHAPTER 9 CONCLUSION 
 This final chapter will conclude this dissertation study and 
provide implications and recommendations. The limitations of 
this research study will also be discussed and explained.  
 
9.1 Similar Careers, Different Career Experiences 
 The rapid economic growth of Hong Kong has changed the role 
of women in our society substantially. Women now participate as 
actively as men in the Hong Kong workforce. However, female 
workers are concentrated in certain occupational sectors20 and 
continue to be under-represented in traditionally male-dominated 
professions such as the surveying profession. 
  
According to our findings, women surveyors are not only 
under-represented in the profession but are also 
under-represented throughout the profession such that their 
representation at senior management levels is especially low. 
Moreover, while women surveyors in the UK and in Hong Kong have 
attained similar progress within the profession, both societies 
                                                 
20 Please refer to Table 2.7 
  
see their under-representation at senior management levels. 
However, when upon applying Ellison’s model21 to the surveying 
profession in Hong Kong to investigate the career experiences 
of women surveyors in Hong Kong, the study produced surprising 
results. 
 
While Ellison found that British respondents were very upset 
by their career progress and attributed their slower progress 
to invisible barriers within the profession, the Hong Kong 
respondents had very positive attitudes toward their career 
achievements. They did not see any barrier within the profession 
halting their career advancements but instead attributed their 
slow progress solely to personal and historical reasons.  
Therefore, this study concludes by suggesting that women 
respondents from these two different societies have very 
contrasting experiences and feelings on the same subject matters. 
 
9.2 Cultural Roles in Shaping Experiences 
 This study also noted that differences among the career 
                                                 
21 Please refer to Chapter 5 and Chapter 6 
  
experiences between the two samples can be fully understood only 
through investigation of wider cultural contexts. Cultural 
differences among societies determine how people feel, react and 
behave when faced the same societal issues.  
 
 The UK is an individualist country with a low Power Distance 
Index and is masculine in nature, whereas Hong Kong is a feminine 
and collectivist society with a high Power Distance Index22. Due 
to these significant cultural disparities, women surveyors are 
conditioned to feel differently about their career progress and 
react differently when facing the same social problems. The 
people of Hong Kong tend to be more modest and obedient to power 
than are the British23. This helps to explain why women surveyors 
from the Hong Kong sample are less active and aggressive in 
protecting their careers.  
 
Both women surveyors from Hong Kong and from the UK are exposed 
to similar problems, in that they both need to undertake the 
majority of domestic work and childcare responsibilities in their 
                                                 
22 Please refer to Table 7.2 
23 Please refer to Table 7.2 
  
homes. While the British respondents complained that their 
employers had no sympathy for them, the Hong Kong respondents 
demanded neither sympathy nor help from their employers. Again, 
this difference can only be understood through looking at the 
cultural differences between the two societies. Women surveyors 
in Hong Kong can free themselves easily from domestic burden by 
either hiring cheap domestic helpers or seeking help from their 
extended families.  These two options are, however, not as 
available to women surveyors in the UK. 
 
 Although culture may not be the only factor making the career 
experiences of women surveyors from the two societies different, 
it is definitely one of the most significant factors to explain 
this divergence.  
 
9.3 Improving Women Surveyors’ Representation in Senior 
Management Levels 
Ellison suggested that the surveying profession needed 
changes in order to accommodate greater flexibility and provide 
a barrier-free working environment to women surveyors so as to 
  
improve their representation at senior levels (Ellison, 1999). 
It is, however, doubtful whether her proposed recommendations 
will be useful and suitable for the situation in Hong Kong. 
Referring to our findings, women surveyors in Hong Kong do not 
expect part-time work opportunities nor other flexible working 
arrangements from their employers, as this kind of working 
arrangement was commented as uncommon and impossible in Hong Kong. 
In fact, women surveyors in Hong Kong are already provided with 
other alternatives that help them partake their dual-roles.  
 
However, our findings did reveal that woman surveyors become 
less aggressive after marriage or having children and that they 
may prioritize their personal and family lives over their careers. 
It, therefore, suggests that the psychology of women surveyors 
may contribute significantly to their under-representation. 
While part-time work, sympathetic attitudes from employers and 
other flexible working arrangements may not be helpful in 
improving the representation of women at senior levels in Hong 
Kong, the profession needs to investigate how to maintain the 
aggressiveness of women surveyors. As suggested by Ellison, “if 
  
existing women surveyors are not reaching the top decision making 
posts of the profession we are clearly not making optimum use 
of these people. This is simply inefficient in the sense of 
resource allocation (Ellison, 1999:1)”. 
   
The introduction of informal mentoring and networking 
programs may be helpful to a certain extent. In these programs, 
women surveyors can gain support from successful women in the 
field, they may be motivated by these role models and seek career 
advancement more aggressively (Ehrich, 1994).  
 
9.4 Study Limitations  
 The major limitation of this study concerns its degree of 
societal representation.  Due to the voluntary nature of the 
study and the limited accessibility of the author to practicing 
women surveyors, the Hong Kong sample is not randomly chosen and 
is quite small in size. Moreover, the response rate of the second 
stage survey questionnaire, the response rate was especially low, 
as the collection period was only two weeks long due to time 
constraints. Therefore, the research results may fail to  be 
  
applicable to the population as a whole. The readers should be 
reminded that this study, however, does not aim to generalize 
the surveying profession in Hong Kong but only merely attempts 
to draw indicative results from the sample. 
 
 Secondly, no actual data concerning women’s representation 
within the Professional Grade was provided. Therefore, the author 
needed to estimate the gender distribution within the Grade using 
members’ first names. It should be noted that the results were 
thus only approximate estimates and do not indicate the actual 
representation of women surveyors within the Professional Grade.   
 
 Thirdly, the sample used might be biased. Those who responded 
to the writer were maybe more satisfied and might therefore have 
given more positive results. This bias may even be more likely 
in follow-up interviews, as interviewees may attempt to 
positively represent themselves in their answers, which could 
thus be a source of bias in the study.  
 
 Finally, the self-administered questionnaire approach used 
  
poses an unavoidable problem. Since respondents were not guided 
when they answered the questionnaire, misunderstandings on 
various questions were inevitable. It was found during follow-up 
interviews that some women respondents did not fully understand 
the questionnaire when they answered it. Despite the fact that 
contact information of the author was provided, no respondent 
sought clarification of the questions asked. 
 
 Even though it was subjected to the above limitations, the 
research findings will hopefully yield more insights into how 
culture influences the career experiences of women surveyors in 
different societies and why women surveyors are particularly 
under-represented at senior management levels in Hong Kong.  
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APPENDIX A 
 
Dear Madam, 
 
Survey on Women Representation within the Surveying Profession 
 
I am a final year student of the Department of Real Estate and Construction in the 
University of Hong and I am doing my final year dissertation research on the topic of 
“Women Representation within the Surveying Profession in Hong Kong”. My research 
will base on a similar study by Louise Ellison in the UK and investigate the Hong Kong 
situation.  
 
As far as I know, no such study has been done in Hong Kong. It is thus an area worthy of 
investigating. However, in order to make a comprehensive analysis, substantial 
information and comments from women surveyors are required.  
 
I sincerely hope that you can complete a short on-line questionnaire simply by clicking 
http://www.my3q.com/home2/28/hellokit/30012.phtml . I will be so grateful if you could 
also invite other women surveyors to complete the questionnaire. Owing to the limited 
contact information that I have as well as the importance of data to my study, your kindly 
help is highly appreciated. I look forward to your reply.  
 
I can be reached at 92235557 or h0001772@hkusua.hku.hk.  
 
Thanks for your kind attention. 
 
Regards 
 
Kit Tse 
 
(Kit K.K., Tse) 
  
APPENDIX B 
QUESTIONNAIRE 
The questionnaire is designed for my dissertation research on women surveyors in 
Hong Kong. This research will investigate representation of women surveyors at 
different levels in Hong Kong and will base on a similar study done by Louise 
Ellison's in the UK.  
This questionnaire has 32 questions divided into four sections, and it may take you 
around 8 minutes to complete. Thank you very much for your cooperation. Your 
responses will be kept confidential and used solely for my current study. 
Section A 
Personal Information 
1. Age group 
[  ] <26    [  ] 26-30 [  ] 31-35 [  ] 36-40 [  ] 41-50  
[  ] 51-60   [  ] >60 
2. Marital status 
[  ] Married    [  ] Single   [  ] Divorced 
[  ] Others 
3. Family Responsibilities: 
[  ] No children [  ] At least one child 
4. Sector of Surveying 
[  ] General Practice Surveying [  ] Quantity Surveying [  ] Building Surveying [  ] 
Land Surveying    [  ] Planning and Development Surveying 
5. HKIS Membership 
[  ] Student      [  ] Probationer  [  ] Member (M.H.K.I.S.) [  ] 
Fellows (F.H.K.I.S.)  [  ] Honorary Fellows (Hon. F.H.K.I.S.) 
6. Academic Level 
[  ] Bachelor (Classification: ______________Honour) 
[  ] Master    [  ] Doctor 
[  ] Others: __     __________ (Please specify) 
 
Section B 
Career Information  
1. Currently at work 
[  ] Yes [  ] No (End of the Questionnaire) 
2. Year of experience within the surveying profession: _________year(s) 
3. Year of service with the current company: _________year(s) 
4. Position within the current company:                           
5. Number of working days per week: __________days 
6. Number of working hours per week: __________hours 
7. Annual salary range:  
  
[  ] <200,001  [  ] 200,001- 400,000   
[  ] 400,001- 600,000  [  ] 600,001-800,000   
[  ] >800,000 
8. Are you receiving a “package” beside the basic salary? 
(for example: housing allowance; education allowance, etc) 
[  ] Yes  [  ] No 
9. What would you describe the importance of your income in comparison with your 
partner’s income? 
[  ] Not applicable   [  ] Primary income  [  ] Secondary income 
[  ] Equal importance 
10. Application for promotion in the current company 
[  ] Yes (Please specify the number of times: _______)  
[  ] No 
11. Promotion in the current company 
[  ] Yes (Please specify the number of times: _______) 
[  ] No 
12. Responsible for other employees (currently) 
[  ] Yes (Please specify the number of employees that you are responsible: _______) 
[  ] No 
13. Fairness in allocating “visible” work (work can have important impact on long term 
career prospects) 
1/ 2/ 3/ 4/ 5 
(Score 1: unevenly allocated; Score: evenly allocated) 
 
Section C 
Organizational Information 
(For example: Governmental organizations, departments and agencies; private companies, 
etc) 
1. Organizational sector  
 [  ] Private [  ] Public 
2. Organization type 
[  ] Local [  ] International  [  ] Others (_______________) 
3. Size of organization (number of employees) 
[  ] Smallest (<20 employees) 
[  ] Small (<50 employees) 
[  ] Medium (over 50 employees) 
[  ] Large (over 500 employees) 
[  ] Largest (over 1,000 employees) 
4. What kind(s) of in-house training you have received in your organization? (can choose 
more than one options) 
  
[  ] CPD (Continuing Professional Development) 
[  ] Management Training 
[  ] Management Training for Women 
[  ] Career Development 
[  ] Other Training (Please specify: __________________________________) 
5. Availability of flexible working arrangements within your organization (for example: 
Part-time work; career break schemes, etc) 
[  ] No   [  ] Yes (Please specify: ________) 
6. Flexible arrangements would take up if available  
[  ] No    [  ] Yes (Please specify: ________) 
 
Section D 
Household pattern for women surveyors 
1. Childcare service adopted 
[  ] Not Applicable 
[  ] No childcare service adopted 
[  ] Domestic helper(s) 
[  ] Support from family members and relatives 
[  ] Formal childcare services, e.g. nursery and crèches 
[  ] Others (Please specify: __________________) 
2. Time spent on childcare and housework (per week) __________hours 
3. Partner’s share of the childcare and housework 
[  ] Not applicable   [  ] None  [  ] Less than half   
[  ] Above half 
4. Please choose one of the following as your expected or actual career patterns 
[  ] Not intending to have children  
[  ] Return to full time surveyor after maternity leave 
[  ] Return to full time surveyor following career break 
[  ] Give up surveying career to have children  
[  ] Give up career to have children 
 
THANK YOU VERY MUCH FOR YOUR KINDLY HELP 
  
APPENDIX C 
 
Dear Madam, 
 
Survey on Women Representation within the Surveying Profession 
 
This is the Second Stage of my final year dissertation research on the topic of “Women 
Representation within the Surveying Profession in Hong Kong”. I sincerely hope that you 
can complete a short follow-up questionnaire simply by clicking 
http://www.my3q.com/home2/28/hellokit/10044.phtml .  
 
I will be so grateful if you could also invite other women surveyors to complete the 
questionnaire. Owing to the limited contact information that I have as well as the 
importance of data to my study, your kindly help is highly appreciated. I look forward to 
your reply.  
 
I can be reached at 92235557 or h0001772@hkusua.hku.hk.  
 
Thanks for your kind attention. 
 
Regards 
 
Kit Tse 
 
(Kit K.K., Tse) 
 
 
  
APPENDIX D 
QUESTIONNAIRE 
This questionnaire is for the second stage of my dissertation research on women 
surveyors in Hong Kong. This questionnaire has about 20 questions and it may take 
you about 10 minutes to complete. Thank you very much for your cooperation. Your 
responses will be kept confidential and used solely for my current study. 
Section A 
Preferences for 9 jobs- Set I 
The followings are the profiles of 9 jobs, what is your preference for each of them? (Score 
scale from 1-7, i.e. 1- Very undesirable; 4- Neutral; 7- Very desirable, etc) 
 
1. A senior management position in which you are responsible for very challenging 
work and supervise many employees. It gives you very sufficient time for self and 
family. 
1 / 2 / 3 / 4 / 5 / 6 / 7 
2. A middle management position in which you are responsible for very challenging 
work and supervise many employees. It gives you very sufficient time for self and 
family. 
1 / 2 / 3 / 4 / 5 / 6 / 7 
3. A position as a professional surveyor in which you are responsible for very 
challenging work and supervise many employees. It gives you very sufficient time 
for self and family. 
1 / 2 / 3 / 4 / 5 / 6 / 7 
4. A senior management position in which you are responsible for very challenging 
work and supervise many employees. It gives you just sufficient time for self and 
family. 
1 / 2 / 3 / 4 / 5 / 6 / 7 
5. A middle management position in which you are responsible for very challenging 
work and supervise many employees. It gives you just sufficient time for self and 
family. 
1 / 2 / 3 / 4 / 5 / 6 / 7 
6. A position as a professional surveyor in which you are responsible for very 
challenging work and supervise many employees. It gives you just sufficient time for 
self and family. 
1 / 2 / 3 / 4 / 5 / 6 / 7 
7. A senior management position in which you are responsible for not very challenging 
work and supervise a few employees. It gives you very sufficient time for self and 
family. 
1 / 2 / 3 / 4 / 5 / 6 / 7 
8. A middle management position in which you are responsible for not very challenging 
  
work and supervise a few employees. It gives you very sufficient time for self and 
family. 
1 / 2 / 3 / 4 / 5 / 6 / 7 
9. A position as a professional surveyor in which you are responsible for not very 
challenging job and supervise a few employees. It gives you very sufficient time for 
self and family. 
1 / 2 / 3 / 4 / 5 / 6 / 7 
  
Section B 
Preferences for 9 jobs- Set II 
The followings are the profiles of 9 jobs, what is your preference for each of them? (Score 
scale from 1-7, i.e. 1- Very undesirable; 4- Neutral; 7- Very desirable, etc) 
 
10. A senior management position in which you are responsible for not very challenging 
work and supervise a few employees. It gives you just sufficient time for self and 
family. 
1 / 2 / 3 / 4 / 5 / 6 / 7 
11. A middle management position in which you are responsible for not very challenging 
work. It gives you just sufficient time for self and family. 
1 / 2 / 3 / 4 / 5 / 6 / 7 
12. A position as a professional surveyor in which you are responsible for not very 
challenging work. It gives you just sufficient time for self and family. 
1 / 2 / 3 / 4 / 5 / 6 / 7 
13. A senior management position in which you are responsible for very challenging 
work and supervise many employees. It gives you insufficient time for self and 
family. 
1 / 2 / 3 / 4 / 5 / 6 / 7 
14. A middle management position in which you are responsible for very challenging 
work and supervise many employees. It gives you insufficient time for self and 
family. 
1 / 2 / 3 / 4 / 5 / 6 / 7 
15. A position as a professional surveyor in which you are responsible for very 
challenging job and supervise many employees. It gives you insufficient time for self 
and family. 
1 / 2 / 3 / 4 / 5 / 6 / 7 
16. A senior management position in which you are responsible for not very challenging 
work and supervise a few employees. It gives you insufficient time for self and 
family. 
1 / 2 / 3 / 4 / 5 / 6 / 7 
17. A middle management position in which you are responsible for not very challenging 
  
work and supervise a few employees. It gives you insufficient time for self and 
family. 
1 / 2 / 3 / 4 / 5 / 6 / 7 
18. A position as a professional surveyor in which you are responsible for not very 
challenging work and supervise a few employees. It gives you insufficient time for 
self and family. 
1 / 2 / 3 / 4 / 5 / 6 / 7 
 
Section C 
Personal information 
19. Age group 
[  ] <26    [  ] 26-30 [  ] 31-35 [  ] 36-40 [  ] 41-50  
[  ] 51-60   [  ] >60 
20. HKIS Membership 
[  ] Student or Probationer [  ] Member   [  ] Fellows   
21. Marital status 
[  ] Married    [  ] Single   [  ] Divorced 
[  ] Others 
22. Family Responsibilities: 
[  ] No children    [  ] At least one child 
 
 
THANK YOU VERY MUCH FOR YOUR KINDLY HELP 
  
APPENDIX E 
Surveying Graduates Gender Distribution from 1991-2003 in one of the local 
university in Hong Kong 
 
Year 
(Graduate) No. of Male % of Male No. of Female % of Female Total 
1991 21 77.78% 6 22.22% 27 
1992 21 72.41% 8 27.59% 29 
1993 27 72.97% 10 27.03% 37 
1994 21 55.26% 17 44.74% 38 
1995 34 73.91% 12 26.09% 46 
1996 28 60.87% 18 39.13% 46 
1997 33 60.00% 22 40.00% 55 
1998 27 54.00% 23 46.00% 50 
1999 36 72.00% 14 28.00% 50 
2000 22 42.31% 30 57.69% 52 
2001 22 46.81% 25 53.19% 47 
2002 20 40.00% 30 60.00% 50 
2003 15 33.33% 30 66.67% 45 
Source: the Department of Real Estate and Construction, the University of Hong Kong 
  
APPENDIX F 
Power distance index (PDI) values for 50 countries and 3 regions 
Score 
rank 
Country or 
region 
PDI 
score 
Score 
rank 
Country or 
region 
PDI 
score 
1 Malaysia  104 27/28 South Korea 60 
2/3 Guatemala  95 29/30 Iran 58 
2/3 Panama 95 29/30 Taiwan 58 
4 Philippines 94 31 Spain 57 
5/6 Mexico 81 32 Pakistan 55 
5/6 Venezuela  81 33 Japan 54 
7 Arab countries 80 34 Italy 50 
8/9 Equador 78 35/36 Argentina  49 
8/9 Indonesia 78 35/36 South Africa 49 
10/11 India 77 37 Jamaica 45 
10/11 West Africa 77 38 USA 40 
12 Yugoslavia 76 39 Canada 39 
13 Singapore 74 40 Netherlands 38 
14 Brazil 69 41 Australia 36 
15/16 France 68 42/44 Costa Rica 35 
15/16 Hong Kong 68 42/44 Germany FP 35 
17 Colombia 67 42/44 Great Britain 35 
18/19 Salvador 66 45 Switzerland 34 
18/19 Turkey 66 46 Finland 33 
20 Belgium 65 47/48 Norway 31 
21/23 East Africa 64 47/48 Sweden 31 
21/23 Peru 64 49 Ireland 28 
21/23 Thailand 64 50 New Zealand 22 
24/25 Chile 63 51 Denmark 18 
24/25 Portugal  63 52 Israel 13 
26 Uruguay 61 53 Austria 11 
27/28 Greece 60    
Source: Hofstede (1991: pp26) 
 
 
